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ABSTRACT
The Culturally Intelligent School Leader: Leadership Strategies of Exemplary
Elementary School Principals in Creating a Culture of Inclusiveness for All Students
by Leila Dodge
Purpose: It is the purpose of this explanatory mixed-method study to identify and
describe the leadership strategies that exemplary elementary school principals use to
create an organizational culture of inclusiveness using Kennedy's five leadership qualities
of cultural differences.
Methodology: For this study, an explanatory mixed-method design was used to conduct
research to identify and describe the leadership strategies that exemplary elementary
school principals use to create an organizational culture of inclusiveness using Kennedy's
five leadership qualities of cultural differences. The study's quantitative part was
conducted using a SurveyMonkey delivered to each participant. In the survey,
participants were asked if they were willing to take part in a one-to-one interview for
follow-ups. Once identified, the qualitative research was used to conduct a one-to-one
interview with each exemplary elementary school principal.
Findings: Analysis of the data resulted in 9 coded themes with 194 frequencies among
the five elements of Kennedy’s (2008) leadership qualities of cultural differences. From
the 9 themes, 6 key findings emerged.
Conclusions: The study identified and described the leadership strategies that exemplary
elementary school principals use to create an organizational culture of inclusiveness
using Kennedy’s (2008) five leadership qualities of cultural difference of a) making
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diversity a priority, b) getting to know people and their difference, c) enabling rich
communication, d) accountability as a core value, e) mutualism as the final arbiter.
Recommendations: Continued research in identifying and describing leadership
strategies in creating an organizational culture of inclusiveness is necessary. It is
recommended to conduct a case study at a school where a culture of inclusion exist and
identify specific behaviors that created the culture of inclusion. It is also recommended
that the scope of the study extends beyond school principals and identify strategies
teachers use to create a culture of inclusion in their classroom. This study should also be
replicated in other regions of the California, United States, and other parts of the world.
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PREFACE
Following discussions and considerations regarding the opportunity to study the
leadership strategies exemplary leaders use to create a culture of inclusiveness, 10 peer
researchers in collaboration with seven Brandman faculty members, who shared a
common interest across a wide spectrum of industries, from education to healthcare,
organized to form this thematic research study. This sequential explanatory mixedmethods research study framework was designed using the five leadership qualities of
cultural differences as identified in Putting Our Differences to Work: The Fastest Way to
Innovation, Leadership, and High Performance (Kennedy, 2008). Each peer researcher
identified fifteen exemplary leaders to survey from within their industry. The researchers
then interviewed five volunteer leaders identified through the administration of the
research survey. In order to ensure consistency and reliability across the thematic, the
team of ten peer researchers worked collaboratively to develop the purpose statement,
research questions, definitions of terms, survey questions, interview guide, and research
study protocols.
Throughout the study, the term peer researchers were used to refer to the 10
researchers who conducted this thematic study. The following is a complete list of the
doctoral candidates, along with their chosen field used in this research study, hereafter
referred to as peer researchers: Marisol Alaniz, Deans in Nonprofit Colleges; Toloue
Aria, Chief Nurse Executives; Lynn Carmen Day, K-12 Superintendents; Leila Dodge,
Elementary School Principals; Kelly Kennedy, K-12 Superintendents; Martha Martin,
Latina School Superintendents; Stephanie K. Smart, Elementary Dual Immersion

xv

Principals; Nicole Tafoya, School Counselors; Tonia Watkins, Human Resource Leaders
in K-12 Schools; and Themiya Withana, Finance Leaders in Banking.
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CHAPTER I: INTRODUCTION
The population of the United States is diverse and culturally rich. The United
States Census Bureau (2012) forecasts an increase in the population percentage of
minorities from 37% to 57% in less than 50 years, making the United States a majorityminority country. Millions of diverse immigrants entering the United States have
significantly impacted school districts across the United States. Further, the demographic
changes are becoming a challenge for unprepared school leaders and classroom teachers
to address linguistic, cultural, and racial differences.
According to the California Department of Education Data Quest, in 2018-2019,
San Bernardino County had a cumulative student population of 406,069 in grades K-12.
In grades K-6, there was a combined student population of 214,554, accounting for over
half of the student population served in the county. Within these numbers, there were
seven identified ethnic groups: African American, American Indian or Alaska Native,
Asian, Filipino, Hispanic or Latino, Pacific Islander, and White (California Department
of Education Data Quest, 2018-2019).
San Bernardino County’s largest ethnic population from within K-12 students
were Hispanics or Latinos, with a cumulative population of 265,857, of which 140,839
were in grades K-6, accounting for 35% of the student population. Whites totaled 69,467,
of which 36,343 were in grades K-6. African Americans are the second largest ethnic
group with 33,422 students, of which 17,605 are in grades K-6 (California Department
Education, Data Quest, 2018-2019).
With the fast-changing demographic landscape of students enrolling in California,
school administrators and teachers have struggled with attaining positive outcomes for
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minority and disadvantaged students, which perpetuates an achievement gap (Johnson,
2007). As school demographics change, there is a strong need to prioritize diversity and
create a culture of inclusiveness. With the dynamic changes taking place and demands to
serve all students' needs, school district leaders, particularly elementary school principals,
face a need for leadership that understands the cultural differences and creates a culture
of inclusiveness that serves students of all backgrounds.
A highly skilled school leader is central to the success and function of a school.
Several studies strongly support that effective leadership of school leaders directly
influences the school's environment and student achievement (Leadership Matters. What
the Research Says About the Importance of Principal Leadership, 2013). According to
Leithwood, Louis, Anderson, and Wahlstron (2004), the school principal is second after
the classroom teacher as the most influential person having the most significant impact
on student learning. Elementary school principals recognize the importance of building a
culture that supports positive outcomes for all students.
They also understand the importance of creating an influential culture of positive
results, requiring involvement from all stakeholders (Johnson, 2013). To begin
developing culturally responsive school leaders, these leaders need to start with selfassessment and reflection (Gay & Kirkland, 2003). To support culturally responsive
teachers and staff, school leaders must be aware of their own personal and cultural biases,
attributes, family history, social standing, and political stance. The achievement of all
students rests on the ability of school leaders to nurture and sustain a culture of
inclusiveness (Gruenert & Whitaker, 2015).
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Background
Change is inevitable as nothing ever stays the same. "Change is the vehicle to
making everything better, the essence of improvement, innovation, growth, expansion,
and evolution" (Anderson & Ackerman-Anderson, 2010, p.18). Organizations today face
a vibrant and shifting socio-political-economic environment. During the 21st-century,
public schools were caught in the middle of the rapidly changing environment (Strauss,
2013). As a result of these major changes, there was an urgent need for school leaders to
create systematic changes to facilitate change, improve schools, and adopt a culture of
excellence for all.
Diversity in Education
The diversity of schools continues to increase, as does the impact correlated to the
increase. Globalization in schools further exacerbated the challenge for school leaders
such as elementary school principals (Reimers, 2016). School leaders must address the
impact of globalization and the continued increase of diversity to not repeat the past
errors in not recognizing diversity. Additionally, class and privilege are important when
addressing equity and inclusion in the United States' educational system. Noguera (2003)
argued that until there is an obligation to address the social context of education, such as
privilege and class, implementing change will nearly be unachievable.
The school system has had a history of not valuing and recognizing diversity and
has neglected the practice of creating a culture of inclusiveness. Up until the 1960s, most
schools were still segregated in the United States. In the famous case of Plessy v.
Ferguson (1896), the courts declared that schools were separate but equal, which paved
the way to denounce the importance of diversity and creating a culture of inclusiveness.
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Almost 60 years later, in the historic case of Brown v. Board of Education (1955), the
courts ordered desegregation, but it was not until the 1970s that federal intervention made
significant changes (Strauss, 2014).
In the last 60 years, several educational laws helped support a culture of
inclusiveness and prioritized diversity. In the 1960s, President John F. Kennedy
endorsed the Affirmative Action law, which addressed non-discrimination and provided
opportunities for minority groups. The law was subsequently followed by acts, beginning
with the Americans with Disabilities Act (1990), the No Child Left Behind Act (2002), the
Individuals with Disabilities Education Act (2004), and, most recently, Every Student
Succeed Act (2015). Despite these state and federal legislative mandates, there has been
very little progress in closing the achievement gap among minority groups across the
nation and California (Cano, 2018).
Theoretical Foundations
Knowledge of foundational work in diversity and inclusive practices will facilitate
a clearer understanding of the importance of addressing diversity and inclusive practices
in elementary public schools. Several different theories support understanding the
importance of diversity and inclusion in elementary public schools. Critical race theory
supports the understanding of school regulations, funding, curriculum, assessment, and
policies. Conversely, diversity management concerns practices that remove barriers to
inclusion and diversity. The theory of social inclusion helps to understand how
promoting people’s differences is essential, and social exclusion theory assists in
recognizing the methods that dismiss people. Leadership theory provides the impact of
leadership in promoting inclusive practices.
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Critical race theory. Delgado and Stefancic (2001) explain critical race theory as
"a collection of activists and scholars interested in studying and transforming the
relationship among race, racism, and power" (p. 2). Critical race theory began as a
movement in the field of law and is also being applied to the area of education (Garcia &
Mayorga, 2017). Critical race theory in education originated from Gloria LadsonBillings and William F. Tate's 1995 appeal for higher hypothesis around the issue of race
and education during their presentation at the American Education Research Association
(Zamudio, Russell, Rios, & Bridgeman, 2011). At present, critical race theory in
education has been utilized to understand issues of school regulations, grading, tracking,
curriculum, and achievement testing (Delgado & Stefancic, 2017).
Diversity management. Diversity management is action-driven. It supports an
inclusive workplace with organizational leaders intentionally hiring varied talent, where
all employees are valued, differences are respected, and resources are provided to help
learn and connect (Reimers, 2019). Organizations are implementing
diversity management strategies as an answer to the increasing diversity in the workforce.
Like businesses, schools are experiencing a growing diverse population. School leaders
must be aware and prepared to implement strategies to promote greater inclusion of all
students (Blankstein &Noguera, 2015). School leadership strategies that promote
diversity and remove cultural barriers are critical steps to fostering inclusion.
Social inclusion. Robo (2014) asserted the following:
A socially inclusive society is defined as one where all people feel valued,
their differences are respected, and their basic needs are met so they can
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live in dignity. A socially inclusive society is a society where all people
are recognized and accepted and have a sense of belonging. (p. 9)
The United States federal government has enacted educational policies that support
inclusion in schools, but a mandate does not create a culture of inclusion. School
leadership strategies must establish and support a culture of inclusiveness. Culture is
embedded in the rituals, symbols, values, and priorities that involve everyone (Bolman &
Deal, 2017).
Social exclusion. “The concept of social exclusion was first explained in 1974 in
France by René Lenoir, the then Secretary of State for Social Action, and was used to
refer to the physically disabled, the mentally disabled and the socially maladjusted"
(Evans et al., 2016.). There is a long history of social exclusion in the United States
educational system. Up until the 1970s, segregation of students was accepted throughout
much of the United States' schools. During the 1980s and 1990s, bilingual education was
negatively viewed, and students with disabilities were isolated from the general education
population. A clearer understanding of exclusionary practices helps recognize the moral
imperative of dismantling inequitable practices (Kaestle, 2016).
Leadership theory. Burns's (1978) groundbreaking work on leadership stated,
"Leadership is one of the most observed and least understood phenomena on earth" (p. 2).
There are several studies on educational leadership to help with the understanding of the
qualities of leadership. Michael Fullan and Robert Marzano are two of the most cited and
used educational leadership researchers. Fullan (2014) considers school leadership as a
district and system player and a change agent as the key to maximizing the success of
school leaders and student achievement. Robert Marzano, Waters, McNulty (2005)
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describes 21 leadership responsibilities of school leaders who significantly impact student
learning and school culture.
There are also several studies, literature, and research around highly effective
school leaders. Much of the work on highly effective school leaders emphasized similar
attributes. McEwan-Adkins (2003) highlights 10 traits of highly effective principals.
They include:
1. A strong communicator who listens and connects with others.
2. An educator who has a depth of knowledge and motivates intellectual growth.
3. A visionary who is focused on the vision of the school.
4. A facilitator who builds strong relationships.
5. A change master who is realistic, flexible, and can motivate change.
6. A culture builder who models and communicates the school vision.
7. An activator who is enthusiastic and energetic.
8. A producer who builds academic achievement.
9. A character builder, who values trust, respect, and integrity.
10. A contributor, whose priority is the success of others (p.18).
Additionally, Hull (2012) asserts that highly effective principals are most likely to have
the following traits: more than three years of leadership experience, interdependence,
detailed instructional goals, provide feedback, conduct ongoing progress monitoring, and
have a clear vision. These qualities of highly effective school leaders are aligned with
transformational leadership, which is vital to the success of schools.
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Theoretical Framework
The theoretical framework that will guide this research is Debbe Kennedy's
(2008) Putting Our Differences to Work, The Fastest Way to Innovation, Leadership,
And High Performance. Kennedy (2008) describes five distinct leadership qualities that
will support an organization's complex environment. The five leadership qualities are:
1. Make diversity a priority in the organization by welcoming differences.
2.

Learn about people and their differences, honoring the uniqueness of all
employees.

3. Ensure strong communication, raising the level of leadership responsibility
around listening.
4. Hold personal responsibility as a core value with an emphasis on inclusivity.
5. Establish mutualism as the final arbitrator increases self-awareness of the leader's
impact on all others in all circumstances.
Kennedy (2008) declared that these five leadership qualities are essential in today's
diverse and culturally rich organizations. This research will use these five qualities as the
framework to study elementary school principals.
Major Variables of the Theoretical Framework
Diversity as an organizational priority. Patrick and Kamur (2012) describe the
concept of diversity as understanding that each individual is unique and recognizing our
differences. Kennedy (2008) stated that diversity as an organizational priority "means
consciously elevating the importance of our diversity and creating an environment that
makes it a catalyst for success" (p. 45). Organizational leaders who value diversity
leverage it to practice problem-solving, team building, and decision-making to gain
8

positive outcomes. Schools across the United States and California need to prioritize
diversity to influence positive results and create a culture of inclusiveness.
Getting to know people and their differences. Organizational leaders who
value unique and different perspectives from diverse groups and develop an interest in
other people understand the significance of getting to know other people and their
differences as an advantage of the organization (Kennedy, 2008). This leadership quality
is instrumental to expanding organizational leaders’ thinking and enables the leaders to
see things from many dimensions. When leaders embrace getting to know people in their
organization as a leadership strategy, they understand it as an organizational asset
(Kennedy, 2008).
Enables rich communication. “Communication is a process by which
information is exchanged between individuals through a common system of symbols,
signs, or behavior” (Pearson & Nelson, 2000, p.10). Enabling rich communication
"places a new level of value on what others have to say and ups the ante on responsibility
and openness to listen with a new consciousness of mining for the better idea" (Kennedy,
2008 p. 48). As described by Kennedy (2008), having rich communication will be
valuable in creating a culture of inclusiveness in schools, as it will also support students
with an essential 21st-century skill. Elementary school principals must encourage the
value of what others have to say and be willing to be open to diverse thinking.
Accountability as a core value. School leaders who hold accountability as a
core value embrace a mindset and a practice. School leaders must be prepared to act
wherever they find themselves with a chance to impact a positive outcome (DeWitt,
2020). It is also a commitment to endorse, motivate, encourage others to hold personal
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responsibility as a core value, and learn the skill (Kennedy, 2008). Elementary school
principals have an opportunity to model the skill of holding personal responsibility as a
core value when they constructively acknowledge inappropriate behaviors.
Mutualism as the final arbiter. Kennedy (2008) defines mutualism as “a
doctrine that mutual dependence is necessary for social well-being” (p. 50). Elementary
school principals understand that creating a culture of inclusiveness requires involvement
from all stakeholders. A culture of inclusiveness cannot be conceived or changed by any
one person; it requires a team. However, bringing staff, teachers, and parents together to
do the work is a challenging task. It needs the skill of a strong leader who understands
the importance of mutualism (Cordova-Cobo, Fox, & Stuart Wells, 2016).
Culture. “Our everyday understanding of culture is characterized by an
expectation of uniformity. The most common understanding of culture is one that
imagines a high level of internal uniformity with a social system” (Rathje, 2009).
Schools are social organizations that consist of people, customs, achievements,
expectations, and norms. The organizational culture of schools includes shared values
and direction through fundamental values and beliefs represented in practice (Dufour,
2004).
The organizational culture of schools is becoming more complex. The people
who shared those values, norms, and expectations are shifting the organizational culture
of K-12 schools. Several external components are influencing the environment of the
organizational culture of schools (Lunenburg, 2010). Those factors include social,
political, and economic influences. The political factors issues include teacher unions,
state and federal mandates, and assessments and accountability. The economic factors
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include an increase in the homeless student population, declining enrollment, and the
local control accountability plan. The social factor affecting the organizational culture of
K-12 schools today is the growing diverse student and teacher population (Lunenburg,
2010).
Role of an Elementary Principal
Effective school leadership is essential to the success of all students. The
responsibility and role of an elementary school principal are becoming more intricate and
challenging. Elementary school principals are more than just figureheads and a person of
authority. Their roles and responsibilities are moving beyond managing, instructional
leader, evaluator, and performing tasks. Principals are shaping the culture of schools
(Louis & Wahlstrom, 2011). Fullan (2014) suggested the following:
Principals’ responsibilities have increased enormously over the past two decades.
They are expected to run a smooth school; manage health, safety, and the
building; innovate without upsetting anyone; connect with students and teachers;
be responsive to parents and the community, answer to their districts, and above
all, deliver results. (p. 6)
In the current diverse environment of schools, principals must add the responsibility of
developing culturally proficient staff to support the success of all students. It is essential
for the success of all students that school leaders are both culturally competent and
proficient (Lindsey, Lindsey, Nuri-Robbins, & Terrell, 2018). School leaders are the
change agents to elevate the moral imperative of addressing the needs of all students
through inclusive environments.
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Gap in the Research
Inclusive education emerged in the literature in the late 1980s. It was outlined as
a different option in special education. Inclusive education stretched the obligations of
schools and school systems to improve access, involvement, and opportunities to learn
for ostracized populations of students (Kozleski & Yu, 2016). While several studies on
strategies for leaders in business organizations create inclusive environments, there is
limited research on leadership strategies and behaviors school leaders use to create a
culture of inclusiveness. The gap exists in identifying the leadership behaviors of
exemplary school leaders in constructing a culture of inclusion. Additionally, effective
school leaders are integral to creating school cultures and impacting student achievement
(Leithwood, Louis, Anderson, & Wahlstron, 2004). A gap also exists on the influence of
culturally inclusive environments on school success.
Understanding the importance of cultural intelligence is an essential element in
supporting school leaders in creating a culture of inclusiveness (Ang, Livermore, Van
Dyne, 2010; Lindsey, Lindsey, Nuri-Robbins, & Terrell, 2018). As districts and schools
continue to receive diverse students, hire multicultural staff, lead culturally rich
environments, school leaders must adopt the belief that "ALL Means ALL" (Lindsey,
Thousand, Jew, & Piowlski, 2017). School leadership must promote the practice of
including all in the school community. There are well-defined leadership qualities that
exemplary school leaders must use to support inclusive practices. Those leadership
qualities include making diversity an organizational priority, getting to know people and
their difference, enabling rich communication, accountability as a core value, and
mutualism as a final arbiter (Kennedy, 2008).
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Statement of the Research Problem
U.S. Secretary of Education, Arne Duncan (2010) declared the following in a speech:
What do I mean when I talk about transformational productivity reforms that can
also boost student outcomes? Our K–12 system largely still adheres to the
century-old, industrial-age factory model of education. A century ago, maybe it
made sense to adopt seat-time requirements for graduation and pay teachers based
on their educational credentials and seniority. Educators were right to fear the
large class sizes that prevailed in many schools. But the factory model of
education is the wrong model for the 21st-century.
Despite the claim of American equality in the American school systems, several
minority students in the United States continue to be significantly separate and unequal.
Many Americans do not recognize that the United States educational system is one of the
most unequal in the developed world. Many minority students fail to receive the same
learning opportunities as non-minority students because of their social status (Darling &
Hammond, 2001). Despite national and state efforts to address the need for equity,
minority students across the United States continue to have significant achievement gaps
(Hanushek, Peterson, Talpey, & Woessmann, 2019). Additionally, the United States
educational system continued to fall behind many industrial nations among average
students (Friedman & Mandelbaum, 2011). As the percentage of minority students
continues to increase in the United States educational system, school leadership must
have the skills, strategies, and behaviors to address the diverse needs of schools (Cook,
2015).
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School leaders are essential in fostering and sustaining change. Their leadership
and efforts pave the way for changing and improving school environments that welcome
all students, and all students can learn the necessary academic and informal lessons to
prepare for a productive life in society (Darling-Hammond, LaPointe, Meyerson, Orr,
Cohen, 2007). The demand for a more inclusive environment is significant and essential
in schools today. The role of the principal may be the most essential role in a successful,
inclusive school. An important element in predicting a school’s success in implementing
change, improving systems, or moving in a different direction is the principal’s active
participation (Darling-Hammond, LaPointe, Meyerson, Orr, Cohen, 2007). The school
principal’s role is vital in assisting systemic change and guiding staff to embrace new
views and practices (Inclusive Schools Network, 2019). Increasing knowledge of
effective leadership in inclusive schools may help teachers, staff, parents, and members
of the school community (Sergiovanni,1990; Salisbury & McGregory, 2002).
School leadership that does not run as business as usual, understand the
complexity in addressing the needs of the diverse student demographics. School leaders,
namely elementary school principals, face the task of developing new, culturally
appropriate leadership styles to reach all students. There is a desire to embrace values,
leadership strategies, and model behavior that recognizes and responds to culturally rich
environments and demographics (Nieto & Bode, 2012).
As immigrants from across the globe continue to enter the United States, schools
and classrooms will continue to experience a shift in the population of their students. To
support schools in becoming an inclusive environment and focus on students' individual
needs, school leaders must acquire skills to embrace diversity and value differences
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(Blankstein & Noguera, 2015). As the achievement gap widens among minority groups,
elementary school principals must become culturally responsive and perceptive (Khalifa,
2018). Understanding the essential qualities of exemplary school leaders in creating an
inclusive organization through the lens of cultural intelligence will support school leaders
in leveraging and recognizing the strength of having a diverse student population.
Purpose Statement
It is the purpose of this sequential explanatory mixed-methods study to identify
and describe the leadership strategies that exemplary elementary school principals in San
Bernardino County use to create an organizational culture of inclusiveness using
Kennedy's five leadership qualities of cultural differences.
Research Questions
1. What strategies do exemplary elementary school principals use to make diversity
a priority?
2. What strategies do exemplary elementary school principals use to get to know
people and their differences?
3. What strategies do exemplary elementary school principals use to enable rich
communication?
4. What strategies do exemplary elementary school principals use to make
accountability a core value?
5. What strategies do exemplary elementary school principals use to establish a
mutualism as the final arbiter?
6. What do exemplary elementary school principals perceive as the most important
advantages of creating an organizational culture of inclusiveness?
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Significance of the Study
Despite efforts in addressing inequity in schools, the United States educational system
has made little gains in improving equity in schools among minority groups (Hanushek,
Peterson, Talpey, & Woessmann, 2019). Minority students continue to have fewer
opportunities for success (Smith, 2016). According to the National Center for Education
Statistics 2018 Status and Trends in the Education of Racial and Ethnic Groups report,
the reading achievement scores in grade four among the White and Black students have
narrowed, but with the White and Hispanic students, the gap was not measurably
different from the original measurement which was taken in 1992. The mathematics
achievement gap shows that in grade four, the White and Black achievement gap also
narrowed, but the White and Hispanic gap was not noticeably different from what was
seen in 1990 (Wilkinson-Flicker, S., Diliberti, M., Zhang, A., Branstetter, C., and Wang,
X., 2019).
When we continue to see these inequities and do very little, economic and social
opportunities are lost. Minority students find themselves in economic hardship and
continued labeling of not being successful. When there is a lack of educational
achievement, there is a lack of economic growth (Leadership Matters. What the Research
Says About the Importance of Principal Leadership, 2013). Thus, it is imperative that
education must benefit all students despite race, culture, or language.
With the National Center for Education Statistics projecting that by 2025 the
White student population in schools will shrink to 46%, making the student population in
the United States a majority-minority, districts and schools must begin to look at current
practices that will support the cultural differences of their student population
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(Brownstein, 2016). While the role of the teacher is to ensure equity is unquestionable,
that task can be difficult if school leaders, through action or lack thereof, undermine the
work of the teachers. Thus, school leaders need to have qualities as well as demonstrate
behaviors that are consistent with the goals of equal access. School leadership must
ensure that schools are places where children interact socially, engage in recreation, and
learn to be compassionate (Grogan, 2014).
School leaders can make a difference and create positive outcomes for all
students. School leaders are instrumental in leading the charge for change for individual
students and the school. According to Leithwood, Louis, Anderson, and Wahlstron
(2004), the school principal is instrumental in having a major influence on student
learning. Furthermore, in a study conducted by Branch, Hanushek, and Rivkin (2013),
the findings revealed that highly effective principals could help increase student
achievement by two to seven months in a school year. With systems, structures,
supports, processes, and mindset, school leaders, namely principals, can create
environments prepared to address the demands and requirements of all students
(Hallinger & Heck, 2010).
The success or failure of a school relies on solid leadership. Thus, it is essential
that school leaders, specifically principals, create conditions that are best for all
stakeholders. This research will investigate the strategies, skills, and actions exemplary
elementary school leaders use to create a culture of inclusiveness. The results of the
study will help support elementary school principal’s education on strategies to enhance
their practice of inclusion. Additionally, the results of the studies will highlight the
importance and benefits of an inclusive environment in public education and benefit the
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school community. Furthermore, the research will inform district leaders and
administrator training programs on better coaching and preparing school leaders for the
complexity of leading diverse schools.
Definitions
The terminology related to the research is outlined in this section. All definitions
are theoretical and rooted in the literature. The final construct of each definition was
agreed upon through a shared process amongst a team of researchers contributing to a
thematic dissertation.
Diversity as an Organizational Priority
Diversity as an organizational priority is an intentional action to embrace
individuals’ unique differences, perspectives, and talents as an identifier for
organizational success. (Kennedy, 2008; Winters, 2015).
Know People and their Differences
Knowing people and their differences is intentionally developing deep
knowledge, expertise, and empathy about diversity through curiosity, experiences, and
practice (Hesselbein & Goldsmith 2009; Kennedy, 2008; Travis, Nugent, & LengnickHall, 2019).
Enables Rich Communication
Rich communication is the transfer of information with the intent to understand
the meaning and broaden one’s perspective, resulting in a personal connection between
individuals (Daft & Lengel 1986; Armengol, Fernandez, Sallan, & Simo, 2017; Kennedy
2008; Jensen, Moynihan, & Salomonsen, 2018).
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Accountability as a Core Value
Accountability as a core value is a leader’s conscious ownership of their actions
and the impact on others (Kennedy, 2008; Molenmaker, De Kwaadsteniet, & Van Dijk,
2016; Tausen, Miles, Lawrie, & Macrae, 2018).
Mutualism as the Final Arbiter
Mutualism as the final arbiter is where every person benefits, and no one is
harmed by the decisions and actions within the team or organization (Kennedy, 2008).
Mutualism establishes trust in organizations through a deep sense of shared purpose, a
thoughtful inspection of each member’s ideas and interests, and interdependence when
performing roles and responsibilities (Harvey & Drolet, 2006; Rau, 2005; Mishra, 1996).
Culture of Inclusion
A culture of inclusion is the incorporation of diverse individuals in an
environment of mutual respect and acceptance that recognizes and values their unique
contribution to the success of the organization (Azmat, Fujimoto, & Rentschler, 2014;
Mak, Daly, & Barker, 2014; Tawagi & Mak, 2015; Kennedy, 2008).
Culture
“Culture is all learned and shared human patterns or models that differentiate the
participants of one group of people from another” (Damen, 1987, p. 51).
Cultural Intelligence
Cultural intelligence is “an individual’s ability to relate and work effectively in
culturally diverse settings” (Ramirez, 2014, p. 22; Ang et al., 2007, p. 337).
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Delimitations
The research was delimited to 15 exemplary elementary school principals. For
this study, exemplary leaders are defined as those who distinguish themselves from
colleagues in the highest manner and demonstrate at least four of the following traits:
•

Participation in organizational and community activities involving diverse
individuals

•

Evidence of leading a culturally inclusive organization

•

A minimum of five years of experience in the profession

•

Articles, papers, or materials written, published, or presented at conferences or
association meetings about cultural inclusion

•

Recognition by their peers as a leader who gives respect to all people

•

Membership in professional associations in their field
Organization of the Study
This study was organized into five chapters. Chapter I presents a summary of the

problem, purpose, and research questions. Additionally, Chapter I explains the
importance of the study, main terms, and delimitations. Chapter II is a comprehensive
review of the literature relevant to the purpose and research questions. Chapter III
describes the methodology used and rationale for choosing an explanatory mixedmethods research design for this study. Chapter IV is an examination of the data
collected as well as the results. In Chapter V, the researcher offers conclusions,
proposals for action, and suggestions for future research associated with culturally
inclusive environments.
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CHAPTER II: LITERATURE REVIEW
A literature review evaluates a combination of work that analyzes, examines, and
summarizes a specific literature topic. Literature reviews serve many purposes (Pan,
2016). In this study, Chapter II reviewed the professional literature and research linked to
exemplary elementary school principals' leadership strategies to create an organizational
culture of inclusiveness. The literature review commenced with the demographic
changes in American schools, origins of racism, racism and public education, and the
pathway to inclusion in American schools. The literature review examined theoretical
foundations by seminal authors who explored the possible impact of school leadership,
transformational leadership, and creating an organizational culture of inclusiveness. The
five theoretical foundations are critical race theory, leadership theory, diversity
management, social inclusion, and social exclusion. The literature review resumes the
theoretical framework of Kennedy's (2008) five distinctive leadership qualities that put
our differences to work.
The literature review also investigates several variables that are fundamental to
the principle of organizational inclusiveness. Those variables include culture, cultural
intelligence, the inclusive school environment's strategies and practices, culturally
responsive leadership, and the elementary school principal's role as outlined in the
literature. The chapter closes with a summary.
Demographic Changes in American Schools
Over the last 60 years, United States’ public schools have become increasingly
diverse, with various ethnic and racial groups forming a considerable percentage of total
enrollment (Chen, 2019). The shift in the demographic makeover of American
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classrooms is not surprising. “During the 1960s, changes in immigration laws helped
expand immigrants' stream to the United States from Latin America, Africa, Asia, and
other parts of the world” (Maxwell, 2014, p.3). For the first time, during the 2014-2015
school year, the total number of Latino, African American, and Asian students in public
schools exceeded the number of non-Hispanic Whites (Maxwell, 2014). According to the
National Center for Education Statistics (NCES, 2019), in fall of 2019, there were 50.6
million students who attended public and private schools, of which more than 50% were
identified as minority students, which was driven mainly by immense growth in the
Latino population, followed by a continual rise in the number of Asian Americans, and a
decline in the White population (Wilkinson-Flicker, 2019).
The continued growth of minority students persists today and poses a challenge
for teachers and educator leaders. By 2023, the National Center for Education Statistics
(NCES, 2019) projects minority students in American classrooms will be 55%, well over
most students (see Figure 1.1). According to Peiffer (2020), it is imperative schools
recognize the changing demographic landscape to address and dialogue around exclusion,
redistricting, justice, financial support, and resources. Thus, elementary school principals
are obliged to address the impact it will have in the classrooms.

Figure 1.1 National Center for Education Statistics.
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Origins of Racism in the United States
To examine how elementary school principals create an organizational culture of
inclusiveness, it is crucial to consider racism's origins and influence on schools and
leadership. The earliest evidence of racism was traced to the 1902 edition of the Oxford
English Dictionary depicting the United States policy toward Native Americans (Howard,
2016; Bowser, 2017). Bowser (2017) denoted two historical events that mainstreamed
the term racism. The first event was the marketing of anti-Semitism in 1930s Germany,
which targeted Jews. The second event occurred during the 1960s civil rights era when
the word racism took on a new meaning, one that had more feelings and dealt with the
human heart (Howard, 2016). James Jones developed the term racism in Prejudice and
Racism (1972), where he connected three levels of racism: institutional racism, overt
individual racism, and cultural-historic racism as a single concept of racism. James Jones
(1981) further developed the three levels of racism in an essay titled, The Concept of
Racism and Its Changing Reality. The three levels of racism are prominent in many ways
in America’s current educational system, whether consciously or unconsciously (See
Figure 1.2).

Figure 1.2. Origins of Racism (Browser, 2017)
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Institutional racism is displayed in subtle ways. It is built into the systems of the
schools that may not appear to directly target a specific group of students (Lynch, 2019).
Individual racism can be more overt as it is displayed in staff behaviors toward a specific
group of students (Kohli, Pizarro, & Nevarez, 2017). Cultural racism in public schools is
hidden in the instructional practices and curriculum in schools that culturally favor one
group and are culturally irrelevant to another (Kohli,2008). It is propelled in leadership
by how district and school leaders respond to the achievement gap, discipline, funding,
run-down facilities, expectations, community involvement, and core curriculum (Cook,
2015).
Institutional Racism
In 1967, Stokely Carmichael and Charles V. Hamilton discussed institutional
racism in their book Black Power: The Politics of Liberation (Bhavnani, Mirza, Meetoo,
2005). Carmichael and Hamilton (1967) wrote institutional racism "originates in the
operation of established and respected forces in the society, and thus receives far less
public condemnation than individual racism" (p. 4). In the Stephen Lawrence Report,
Macpherson (1999) further described institutional racism as:
The collective failure of an organization to provide an appropriate and
professional service to people because of their color, culture, or ethnic origin. It
can be seen or detected in processes, attitudes, and behavior that amount to
discrimination through prejudice, ignorance, thoughtlessness, and racist
stereotyping which disadvantage minority ethnic people. (p. 34)
McPherson (1999) promoted that institutional racism is a destructive illness that
continues because of the lack of leadership in organizations and the failure to recognize

24

its presence in its practices and policies. The culture of the organization consciously or
unconsciously perpetuates the existence of intuitional racism.
Individual Racism
Like institutional and cultural racism, individual prejudice is also commonly
manifested subtly, often without conscious awareness or intention. Many contemporary
approaches to individual racism acknowledge the persistence of overt, intentional forms
of racism and consider the role of automatic or unconscious processes and indirect
expressions of bias (Sears, Henry, & Kosterman, 2000). In his book, The Nature of
Prejudice, Gordan Allport (1954) defined prejudice as “antipathy based on a faulty or
inflexible generalization” (Quillian, 2006). Pettigrew & Taylor (2000) further supports
Allport’s (1954) definition and combines two components, antipathy— an unfavorable
reaction or disturbing feeling toward a specific group and stereotype— a negative belief
about members of a certain group (Quillian, 2006).
According to Jones (1997), “individual racism is connected to racial prejudice”
(p. 414). Individual racism can be at the subconscious level, wherein individuals
unknowingly act on stereotypes or biases. Individual racism can also be at the conscious
level where individual actions are knowingly prejudiced against others because of color
or origin (Jones, 1997).
Cultural Racism
According to Chau (2017), cultural racism encompassed one cultural group's
domination and racial superiority. It is justified by socially created markers that include
language, religious practice, financial and immigrant status, and profiling of certain
groups. Chau (2017) further asserted that cultural racism was connected to a relaxed
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expression of “color-blind,” where one believes they are a supporter of racial equity and
preserves the unseen dangers of racial exclusion and inequalities. Although many of our
American public schools want to believe they are fighting for a more just and equal
educational system, many of the current school practices and structures are not changing
to meet the demands of the diverse population (Howard, 2016). Figure 1.2 depicts the
origins of racism and the continuum through which it has developed.
Racism and Public Education
School leaders play a significant role in fostering and nurturing change in school
systems. Through their efforts, schools can provide the change needed to improve and
develop into a place where all students feel welcome and where all students can learn
important academic and non-academic lessons to prepare for life in society (The School
Principal as a Leader: Guiding Schools to Better Teaching and Learning, 2012). Ideals,
beliefs, and mindsets about ensuring that every school community member belongs and
feels connected are essential elements to an inclusive schools' journey (DeHartchuck,
Kruse, & Whittaker, 2019).
The elementary school principal starts this journey with prudence, intentional
actions, and reflective practices that shape the school's standards (Inclusive Schools
Network, 2019). To examine how principals create an organization of inclusion, it is
important to investigate racism, segregation, and exclusion in American public schools
(Newman, 2019). Throughout the 19th-century and well into the 20th-century, overt
disparities and discriminations were prevalent in American public schools, revealing that
not all students were included or delivered the same educational opportunities; the
inequities were prevalent among minority students and students of color (Beach, 2007).
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Many court cases, such as Roberts v. Boston (1849), Tinnon v. The Board of
Education of Ottawa (1881), Knox v. The Board of Education of Independence (1891),
Reynolds v. The Board of Education of Topeka (1903), Cartwright v. The Board of
Education of Coffeyville (1906), Williams v. The Board of Education of Parsons (1908),
and Woolridge v. The Board of Education of Galena (1916) played a significant role in
setting up segregation and exclusion in American public schools, which ultimately
provided a platform for overt and covert racism in schools. The well-known case of
Plessy v. Ferguson (1896), which brought forth the doctrine "separate, but equal," had a
far more significant impact on discrimination in schools in the United States than just in
the south. For decades schools and facilities were segregated but not as equal as the court
case had recommended (Onion, Sullivan, & Mullen, 2010).
Eventually, the Plessy v. Ferguson (1896) case was overturned in another
landmark case in 1954, Brown v. Board of Education of Topeka I, one of the most prolific
cases in the history of desegregation of schools. The plaintiff, Oliver Brown, filed a classaction suit against the Board of Education of Topeka, Kansas, in 1951, after his
daughter, Linda Brown, was denied entrance to Topeka's all-White elementary schools.
In his lawsuit, Oliver Brown alleged that schools for black children were not equal to
White schools. Brown argued that the segregation breached the equal protection clause of
the 14th Amendment, which declares that no state can refuse any person within its
territory the equal protection of the laws. Chief Justice Earl Warren wrote, “in the field of
public education, the doctrine of separate but equal has no place, as segregated schools
are inherently unequal” (Chief Just Earl Warren, Brown v. Board of Education of
Topeka, 1954, p. 493-494).
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Thus, the court ruled that Linda Brown was denied equal protection of the laws
set forth by the 14th Amendment. In 1955, Brown v. Board of Education of Topeka II
ordered desegregation with "deliberate speed." Despite those orders, it was not until the
1970s when the federal government intervened to bring all students into schools. The
federal government enacted policies and funding to target underserved students. At the
heart of the legislation was Title I federal funding, which is still present today (Zelizer,
2015).
The court ruling of Brown v. Board of Education of Topeka paved the way for
protest and dissent and the civil rights movements of the 1960s. Protest and dissent have
played a critical role in demanding a more just and fairer America. In 1957, in Little
Rock, Arkansas, nine students enrolled in Central High School despite the hostility. The
Little Rock Nine were refused entry to their high school, but the nine students did not
back down and were determined to face the resistance (Onion, Sullivan, & Mullen,
2010). With the federal government's support, the Little Rock Nine eventually entered
Central High School. Many other demonstrations, sit-ins, and boycotts during the 1960s
eventually led to the Civil Rights Acts of 1964 (Onion, Sullivan, & Mullen, 2010).
These actions highlight the importance of personal responsibility.
"Putting our difference to work is greatly enhanced when personal responsibility
is a common thread woven tightly into everyone's fabric” (Kennedy, 2008, p. 50). “We
have to consciously install a sense of personal responsibility into our mindset so that we
are ready for action wherever we find ourselves with an opportunity to influence a
positive of any endeavor" (Kennedy, p. 49). When people feel responsible for prioritizing
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their differences, they inspire, support, and encourage others to take personal
responsibility and act.
Theoretical Foundations
School leadership is beyond just managing the operational components of
schools. “Culturally responsive leadership is essential in schools working with
marginalized groups because it ensures that the inherent barriers to these students'
academic progress are addressed” (Benson & Ellison, 2017, p. vii). Cultural
responsiveness is a critical element of principal leadership in our schools today (Ellison,
2018).
To move a school toward cultural proficiency stewarded by culturally responsive
leadership, school leaders can build the framework through culturally responsive training,
which begins with the process of critical self-reflection. Evolving leaders must
understand their own multiple identities (individual characteristics, family dynamics,
historical factors, social and political contexts, and other elements) before building
cultural responsiveness within their teachers and school staff (Gay & Kirkland, 2003). To
gain a clearer understanding of the importance of addressing diversity and inclusive
practices, there must be in-depth knowledge of the foundational research around cultural
inclusiveness (Polat, 2011). Many different researchers from Chang (1999), Hurtado,
Drey, Gurin, and Gurin (2003), to Milem Chang, Antonio (2005), highlighted the
importance of diversity and inclusion in elementary public schools. Critical race theory
supports the understanding of school regulations, funding, curriculum, assessment, and
policies.
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In comparison, diversity management embraces practices that remove barriers to
inclusion and diversity. The theory of social inclusion helps to understand how
promoting people's differences important, and social exclusion theory enables one to
recognize methods that dismiss people. Leadership theory provides the impact of
leadership in promoting inclusive practices.
Critical Race Theory
Race matters in schools. Whether we choose to believe it or not, race plays an
integral role in American public schools, explicitly closing the achievement gap among
ethnic groups and inclusive practices. (Howard, 2016). Delgado and Stefancic (2017)
“describe critical race theory as a collection of activities and scholars interested in
studying and transforming the relationship among race, racism, and power" (p. 3).
Critical race theory began as a movement in law, but it is emerging as an essential
element in education. In 1995, critical race theory was first introduced to education by
Gloria Ladson-Billings and William F. Tate during their presentation at the American
Educational Research Association. During their presentation, Ladson-Billings and Tate
(1995) appealed for a higher emphasis on the issue of race and education (Zamudio,
Russell, Rios, & Bridgeman, 2011). Currently, critical race theory in education is used to
understand school regulations, grading systems, tracking, curriculum, and achievement
testing. These applications of critical race theory in education have amplified practices
that promote exclusion and separation (Delgado & Stefancic, 2017).
According to Lindsey, Robbins, and Terrell (2009), critical race theory is a study
that examines race, racism, and power that developed from legal issues, race and human
relations, cultural experience, anti-racism, desegregation, and multicultural makeover.
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Scholars of critical race theory in education have investigated the impact of racism in
various areas of the American educational system (Delgado & Stefancic, 2017). Critical
race theory in education includes educational policies, both at the federal and state level,
access to curriculum, effective instruction, teacher preparedness, local and state
prescribed assessments, desegregation, and school funding (DeCuir & Dixon, 2004).
Diversity Management
Susanna Bairoh (2007) developed two “theories of diversity management: the
institutional theory of diversity and the resource-based theory of diversity management.
Institutional theory of diversity management highlights the day-to-day environment
within which organizations exist” (Yang & Konrad, 2011, p. 28). The resource-based
theory of diversity management focuses on four categories of resources in an
organization that impact diversity implementation. Those resources include physical
capital, financial capital, human capital, and corporate capital resources; these resources
can either help or impede an organization (Bairoh, 2007).
Bairoh (2007) identified three approaches to diversity management: the
practitioner or consultant approach, the mainstream approach, and the critical approach.
The practitioner or consultant approach focuses on the positive aspects of how diversity
increases productivity in the organization. The mainstream approach supports the
inclusion of an individual in an organization. The critical approach spotlights how
organizations define and view diversity in the workplace (The Management of
Workplace Diversity, n.d.). Bairoh (2007) further asserts that the three approaches
support the integration of diversity and ultimately help develop successful strategies to
reach organizational objectives. Subsequently, Reiners (2019) states:
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Diversity management is the deliberate effort made by the leaders of an
organization to hire diverse talent and support an inclusive workplace that values
and protects each of its employees equally by providing resources to learn from,
connect with and respect individual differences. (p. 1)
Organizations are implementing diversity management strategies as an answer to the
increasing diversity in the workforce. Similar to businesses, schools are experiencing an
ever-growing diverse population. School leaders must be aware and prepared to
implement strategies to promote greater inclusion of all students (Blankstein & Noguera,
2015). School leaders who engage in practices that promote diversity and remove
barriers help create a culture of inclusion. Those practices include challenging the status
quo and leading with equity (Childress, Doyle, & Thomas, 2009).
Social Inclusion and Exclusion
The use of inclusion and exclusion theories has developed within many contexts
and explains people who represent a specific kind of threat to social coherence (Silver &
Miller, 2003). In social science and humanities literature, social inclusion and exclusion
have been used in a variety of ways. Social science and humanities literature explained
acts of social hierarchy within the human and animal societies as a standard to suggest
the ordering that occurs within societies to control social position. It also describes and at
times rationalizes why one or more groups gain access to the benefit or cost of others
(Allman, 2013). The Sociology of Inclusion (2013) argues that action and efforts to
include or exclude individuals and social groups are fundamental to society and rooted in
forces that govern through the oppressive or liberating effects such inclusionary or
exclusionary actions (Alleman, 2013).
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After the historical case of the Brown vs. Board of Education of Topeka (1955),
the Civil Rights Acts of 1964, Affirmative Action (1961), and the Individuals with
Disabilities Education Act (2004), the American educational system made great strides in
making inclusion a priority (Dudley-Marling & Burns, 2014). Despite these historical
events, inclusion is still a concern in the American public school system. Inclusion
continues to be a priority in many organizations (Allman, 2013). According to Robo
(2014):
Socially inclusive society is defined as one where all people feel valued, their
differences are respected, and their basic needs are met so they can live in dignity.
A socially inclusive society is a society where all people are recognized and
accepted and have a sense of belonging. (p. 9)
Educational policies at both the federal and state levels have enacted laws and policies
that support inclusion in schools. However, laws, policies, and mandates do not create a
culture of inclusion. As the school leader, the elementary school principal must establish
and support a culture of inclusiveness. Establishing a culture of inclusiveness requires
school leaders to embed it in the rituals, symbols, values, and priorities that involve
everyone (Bolman & Deal, 2017).
Silver (2007) defines social exclusion as follows:
Multidimensional relational process of severing social ties, preventing access to
institutions, denying opportunities for social participation, and impairing social
cohesion and solidarity. Exclusions may be based upon cultural identities as well
as one’s age, gender, sexuality, disability, poverty, unemployment, and other
stigmatized categories. (p.1)
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The first occurrences and explanations of social inclusions happened in 1974 in France
by René Lenoir, a politician who was the Secretary of State for Social Action (Mathieson,
Popay, Enoch, Escorel, Hernandez, Johnston, & Rispel, 2008). The concept was used to
refer to the physically disabled, the mentally disabled, and the socially maladjusted
(Evans et al., 2016.). There is a long history of social exclusion in the American
educational system up until the 1970s when segregation of students was accepted
throughout much of the United States schools (Beach, 2007). During the 1980s and
1990s, bilingual education was viewed negatively, and students with disabilities were
isolated from the general education population (Nieto, 2009). Schools today continue to
struggle with exclusionary practices and struggle to identify them. A clearer
understanding of exclusionary practices will help recognize the moral imperative of
dismantling inequitable practices (Cordova-Cobo, Fox, & Wells, 2016).
Leadership Theory
In a longitudinal overview of leadership theories, many kinds of leadership
theories were documented that captured the nature of the study of leadership in
organizations in the 20th (Horner, 1997). The first development looked at the attributes
of great leaders. A person's internal qualities explained leadership, and it was believed
that leaders were born and not made (Bernard, 1926). The second development
examined the leaders’ behaviors to determine what successful leaders do (Halpin &
Winer, 1957; Hemphill & Coons, 1957). The third development explored three variables:
the internal qualities of a leader, their behaviors, and the situation the leader existed in.
The third development of leadership theory allowed for the possibility that leadership was
complex and not one-dimensional (Saal & Knight, 1988).
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Leadership theory in the modern era continues to evolve, and no one theory can
prepare a leader (Hunt & Fedynich, 2018). However, leadership studies that focus
beyond an individual and more on how individuals and groups are connected will help
bridge the learning from the social contexts to identities. Leaders are able to contribute
more to their organization and support an inclusive environment (Keleher, Leiderman,
Meehan, Perry, Potapchuk, Powell, and Yu, 2010).
A pivotal element in determining an organization's success is solid leadership
(Madhlangobe, 2009; Bass, 1990). Burns's (1978) seminal work on leadership portended
that "leadership is one of the most observed and least understood phenomena on earth" (p
.2). Burns (1978) also theorized leadership as either transactional or transformational.
Burns described transactional leadership as social exchanges and transformational
leadership as a leadership style that allowed people to develop leadership skills, empower
individuals, and align goals and visions to individuals, groups, and organizations as well
as be empowered by responding to their needs (Burns, 1978; Bass & Riggio, 2006).
Kennedy’s (2008) model of inclusive leadership embraced a transformational leader
construct and extended a sense of purpose to all in the organization. Transformational
leaders connect to their organization's values, and they leverage the collective wisdom of
those they lead. In essence, transformational leaders lead with empathy and humility
(Bourke & Titus, 2020).
Transformational leadership. Transformational leadership is an approach in
which the leaders recognize and define the needed change; they construct a vision to
guide the development of change by way of motivation and then get the group to follow
(Anderson, 2011). However, school leaders who model the actions they want to see in
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others and reflect on their preconceptions and shortcomings become transformational
leaders (Essandoh & Suflas. 2016).
Bass and Riggio (2010) state:
Transformational leaders motivate others to do more than they originally
intended and often even more than they thought possible. They set more
challenging expectations and typically achieve higher performances.
Transformational leaders also tend to have more committed and satisfied
followers. Moreover, transformational leaders empower followers and
pay attention to their individual needs and personal development, helping
followers develop their leadership potential. (p. 4)
School leaders who employ transformational leadership skills to revolutionize school
support creating an organizational culture of inclusiveness (Lambrecht, J., Lenkeit, J.,
Hartmann, A., Ehlert, A., Knigge, M., & Spoerer, N., 2019). During these times of
changing student demographics and social unrest, transformational leaders have the skills
to guide organizations through change (Anderson, 2017). When transformational leaders
engage in transformational work, they can accomplish groundbreaking results
(Ackerman-Anderson & Anderson, 2010).
Prioritizing diversity in a school is only part of the answer. Arguably an even
more significant factor is the school principal creating the conditions where people feel
able and willing to contribute and foster inclusion. Transformational leaders contribute
to increasing diversity and inclusion within an organization. Consequently, it requires
leaders to reexamine their views on different people, which requires them to identify their
own biases and culpabilities (Feyes, 2018).
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Cultural intelligence (CQ). The concept of cultural intelligence was presented
by Christopher Early and Soon Ang's (2003) research in their book Cultural Intelligence:
Individual Interactions Across Cultures, when they discussed the impact of cultural
intelligence on organizational outcomes (Earley & Ang, 2003). David Livermore (2009)
continued Earley and Ang’s work in his book, Leading with Cultural Intelligence: The
Real Secret to Success. According to Earley and Ang (2003), cultural intelligence is "a
person's capability to adapt as s/he interacts with others from different cultural regions
and has behavioral, motivational, and metacognitive aspects” (p. 9). Earley and Ang
(2003) also stated, "cultural intelligence theory was developed to answer the question of
why some people function more successfully in culturally diverse situations than others
(p. 9). Furthermore, Earley and Ang (2003) provided a theoretical framework to support
leaders' interactions across cultures. The framework was comprised of four domains of
cultural intelligence:
The metacognitive domain is a person’s level of cultural awareness during crosscultural interactions. The cognitive domain is when a person experiences norms,
practices, and conventions in different cultures. The motivational domain is when
a person can direct attention and energy toward learning about different cultures.
The behavioral domain is when a person behaves appropriately both verbally and
nonverbally in cross-cultural interactions. (p. 9)
Ang, Livermore, and Van Dyne (2010) further shared that recognizing and understanding
cultural intelligence offers a pathway to support leaders' efficacy and success in
multicultural organizations. Ang, Livermore, and Van Dyne (2010) disclosed, "rather
than expecting individuals to master all the norms, values, and practices of the various
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cultures encountered, cultural intelligence helps leaders develop an overall perspective
and repertoire that results in more effective leadership" (p. 132). Ang, Livermore, and
Van Dyne (2010) also utilized the four domains of cultural intelligence but recognized
them as four steps to enhancing overall cultural intelligence (See Figure 1.3):
Step 1: The motivational domain is the drive, energy, and self-confidence needed
to engage in cultural understanding.
Step 2: The cognitive domain is the knowledge that gives individuals a basic
understanding of cultural cues.
Step 3: The metacognitive domain is the strategy that permits us to use our
cultural understanding to interpret social interaction in a diverse environment.
Step 4: The behavioral domain is the actions that give individuals the ability to
engage with others effectively across cultures. (p. 134)

Figure 1.3. Adapted from Ang, Livermore, and Van Dyne (2010)
Ang, Livermore, and Van Dyne (2010) noted that as "others respond to our behaviors,
this influences our motivational domain and the cycle starts over, leading to further
enhancement of overall cultural intelligence" (p. 138). As schools continue to grow into
more diverse populations, culturally intelligent school leaders are vital to the success of
21st-century schools and beyond.
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Theoretical Framework
McMillan and Schumacher (2010) declared, “by establishing a theoretical
framework, the researcher provides a rationale for the research questions and can show a
logical link between questions and methodology" (p. 74). The theoretical framework that
guided this research is Debbe Kennedy's work, Putting Our Differences to Work, the
Fastest Way to Innovation, Leadership, and High Performance. Debbe Kennedy (2008)
described five distinct qualities of leadership that can support an organization's complex
environment. The five leadership qualities are:
1. Make diversity a priority in the organization by welcoming differences.
2. Learn about people and their differences, honoring the uniqueness of all
employees.
3. Ensure strong communication, raising the level of leadership responsibility
around listening.
4. Hold personal responsibility as a core value with an emphasis on inclusivity.
5. Establish mutualism as the final arbitrator increases self-awareness of the leader's
impact on all others in all circumstances (p. 44-50).
Kennedy (2008) asserts that these five leadership qualities are essential in today's diverse
and culturally rich organizations. This research used these five qualities as the
framework to illuminate the work of elementary school principals. These five leadership
qualities addressed in Kennedy's (2008) work comprise: making diversity an
organizational priority, getting to know people and their differences, enabling rich
communication, accountability as a core value, and mutualism as a core value.
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Diversity as an Organizational Priority
Patrick and Kamur (2012) described diversity as an understanding that each
individual is unique and recognizes our differences. Kennedy (2008) further stated that
diversity as an organizational priority "means consciously elevating the importance of our
diversity and creating an environment that makes it a catalyst for success" (p. 45).
Organizations that value diversity leverage it to practice problem solving, team building,
and decision making to gain positive outcomes. Schools across the United States and
California that prioritize diversity influence positive results and create a culture of
inclusiveness (Ayscue, Frankenburge, & Siegel-Hawley, 2017).
Knowing People and Their Differences
According to Kennedy (2008), getting to know people and their differences is an
organizational asset. It allows leaders to broaden their thinking and empowers leaders to
see the numerous facets of diversity in a new light. Kennedy (2008) identifies 16
dimensions of differences: race, age, sexual orientation, nationality, cultural backgrounds,
generational insight, management styles, ethnic origins, experiences, thinking styles,
work habits, competencies, problem-solving approaches, physical abilities, religion, and
gender. Additionally, Kennedy (2008) asserted the following:
Putting our difference to work means consciously developing a curiosity, a
reservoir of knowledge…in turn, recognizing and appreciating diversity in its
broadest sense will help us more effectively work together, learn together, live
together, improve organizations, reach new levels of success, serve customers in
more personalized ways, build strong communities, and create breakthroughs in
the quality of life for all. (p. 46)
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When leaders value unique perspectives, the organization and its people will thrive.

Figure 1.4. Dimensions of Difference.
Enables Rich Communication
“Communication is a process by which information is exchanged between
individuals through a common system” (Keyton, 2011, p. 11). Enabling rich
communication "places a new level of value on what others have to say and ups the ante
on responsibility and openness to listen with a new consciousness of mining for the better
idea" (Kennedy, 2008 p. 48). Having rich communication, as described by Kennedy,
may be valuable in creating a culture of inclusiveness in schools, as it may also support
students with essential 21st-century skills. Kennedy (2008) prescribed three key
behaviors to enable rich communication.
1. Value what others have to say and be open to new ideas.
2. Be honest; have two-way communication, collaborate, and network.
3. Utilize technology as a form of communication. (pp. 48-49)
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Accountability as a Core Value
As a school leader, accountability as a core value is a mindset and a practice that
illustrates preparation to act wherever we find ourselves to impact outcomes positively.
It is also a commitment to endorse, motivate, and encourage others to hold personal
responsibility as a core valued and learn the skill (Kennedy, 2008).
Mutualism as the Final Arbiter
Kennedy (2008) defined mutualism as a “doctrine that mutual dependence is
necessary for social well-being” (p. 50). Elementary school principals understand that
creating a culture of inclusiveness requires involvement from all stakeholders (The
Principal’s Guide to Building Culturally Responsive Systems, Staff, and Students, 2018).
A culture of inclusiveness cannot be conceived or changed by anyone; it requires a team.
However, bringing staff, teachers, and parents together to do the work is a challenging
task. It needs the skill of a strong leader who understands the importance of mutualism
(DeMatthews, 2015; McLeskey & Waldron, 2015).
Culture
According to Smith and Riley (2009), culture in its’ initial use in English was
connected with the "cultivation" of animals, crops, and religious worship. From the 16thcentury until the 19th-century, culture started to be broadly used to develop the individual
human mind and manners through learning. The authors maintained that with the rise of
Romanticism in the Industrial Revolution, culture began to be used as a divine
development. The third usage was supported by many anthropologists in the first part of
the 20th-century and remains central to the study of anthropology today (Smith & Riley,
2009). According to Smith and Riley (2009), culture theory can be fit into two
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categories: “those that see culture as something produced by society in various ways, and
those that see culture as an autonomous force steering society” (p. 3).
According to Zimmerman (2017), The Center for Advanced Research on
Language Acquisition described culture as:
Shared patterns of behaviors and interactions, cognitive constructs and
understanding that are learned by socialization. Thus, it can be seen as the
growth of a group identity fostered by social patterns unique to the group.
Culture encompasses religion, food, what we wear, how we wear it, our
language, marriage, music, what we believe is right or wrong, how we sit
at the table, how we greet visitors, how we behave with loved ones, and a
million other things.” (para. 2)
Kennedy (2008) proclaimed culture as one of the dimensions of differences that support
putting differences to work. Kennedy (2008) pronounced a critical behavior to putting
differences to work is to "value unique perspectives that come from ethnic origins,
cultural backgrounds, generational insight, thinking and problem-solving styles, global
know-how, marketplace understanding, and all dimensions of diversity people" (p. 47).
K-12 schools are social organizations that consist of people, customs, achievements,
expectations, and norms. The organizational culture of K-12 schools included shared
values and direction through fundamental values and beliefs represented in practices
(Dufour, 2004).
The organizational culture of K-12 schools is becoming more complex. The
shared values, norms, and expectations are shifting the organizational culture of K-12
schools (Shafer, 2018). Several external components influence the environment of the
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organizational culture of K-12 schools (Lunenburg, 2010). Those factors include social,
political, and economic influences. The political factors include teacher unions, state and
federal mandates, and assessments and accountability. The economic factors include an
increase in the homeless student population, declining enrollment, and the local control
accountability plan. The social factor affecting the organizational culture of K-12
schools today is the growing diverse student and teacher population (Lunenburg, 2010).
Culture of Inclusion
To create a culture of inclusiveness, it is important for schools to practice
inclusion. The United States has a population of many countries. Immigrants from
around the world are entering the workforce, which is changing the composition of many
organizations. Accordingly, the workforce, districts, schools, and classrooms are also
experiencing the shift. “The United States has more immigrants than any other country in
the world. Today, more than 40 million people living in the United States were born in
another country, accounting for about one-fifth of the world's migrants in 2017”
(Radford, 2019, p. 1). Because of globalization in districts, schools, and classrooms,
highly effective school leaders can be challenged to meet the population's diverse needs.
Highly effective school leaders can develop and refine their leadership skills to include
inclusive practices in education. Inclusive practices call for “a culture of inclusion for
innovators at all levels to thrive, recognizing that it is inclusion that accelerates and
influences understanding, acceptance, ownership, engagement, collaboration, and the
generation of new thinking and new ideas” (Kennedy, p. 45).
Much of the research on inclusive practices in education is about creating an
organization of inclusion for students with disabilities in the general education classroom.
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Leatherman and Niemeyer (2005) researched teacher’s attitudes toward inclusion and
published it in a piece called Teachers’ Attitudes Toward Inclusion: Factors Influencing
Classroom Practice. Harrower’s (1999) research concluded that most of the research on
inclusion concentrated on students with minor learning disabilities and not students with
severe disabilities. There is little research on the inclusive practices of school leaders.
There are, however, several works on inclusive practices in business organizations, using
cultural intelligence as the framework. Groves and Feverhem (2011) published Cultural
Intelligence in Context: Testing the Moderating Effects of Team Cultural Diversity on
Leader and Team Performance. Janssens and Brett (2006) researched Cultural
Intelligence in Global Teams: A Fusion Model of Collaboration. Earley and Peterson
(2004) stated:
The global economy and shifting political tides make the need for intercultural
understanding and education obvious. Where historically the focus of
intercultural training has been on preparing an individual to work in a new
culture, today's organizations routinely ask managers to work in multinational
environments and move from country to country. (p. 100)
In their book, Culturally Proficient Inclusive Schools; All Means All, Lindsey,
Thousand, Jew, and Piowlski (2018) provided a conceptual framework of inclusive
education. Lindsey, Thousand, Jew, and Piowlski (2018) offered four descriptions of
inclusive education. They asserted that inclusive education has four main ideas: legal,
vision and practice, supported by research, and a journey. Lindsey, Thousand, Jew, and
Piolski (2018) described the legal description of inclusive education as the promulgation
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of Public Law 94-142, where students with disabilities were offered a free and
appropriate public education. They also described inclusive education as:
Both a vision and practice of welcoming, valuing, empowering, and supporting
the diverse academic, social/emotional, language and communication learning of
all students in shared environments and experiences to attain the desired goals of
education. Inclusion is a belief that everyone is valued and contributing members
of the school community. Inclusion happens when everyone belongs regardless
of perceived need or ability. (p. 18)
Lindsey, Thousand, Jew, and Piolski (2018) further portended that inclusive education is
supported by research in that data show that inclusive education supports academic and
social/emotional success for all students. Lastly, they stated that inclusive education is a
journey that requires commitment from all school community members, most notably
school leaders.
School Leadership
Educational leadership is an essential element in the success of a school. In the
21st-century, there has been an increased focus in educational leadership framed around
addressing equality, equity, and social justice (Bogotch, Beachum, Blount, Brooks &
English, 2008; Marshall & Olivia, 2010; Theoharis & Scanlan, 2015). Michael Fullan
and Robert Marzano are two of the most cited and used educational leadership
researchers. Fullan (2014) considered leading learning, being a district and system
player, and being a change agent as keys to maximizing school leaders' success and
student achievement. In their book School Leadership that Works. From Research to
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Results, Marzano, Waters, and McNulty (2005) described the 21 responsibilities school
leaders possess to markedly impact student learning and school culture as follows:
1. Affirmation: The school leader has the responsibility to celebrate
accomplishments and success but also address the negatives.
2. Change Agent: The school leader challenging the status quo, current practices and
push towards innovative practices.
3. Contingent Rewards: The school leader must reward both individuals and groups
equally.
4. Communication: The most important responsibility of a school leader
5. Culture: The shared values, beliefs, and feelings of the school through symbols
and artifacts. The school leader must create a culture of achievement as a
significant value.
6. Discipline: The school leader is responsible for reducing the number of
distractions that affect instructional time.
7. Flexibility: The school leader must assess situations and adapt their responses and
behavior to circumstances.
8. Focus: The school leader is responsible for reinforcing the goals and vision and
decrease diversion to them.
9. Ideas/Beliefs: The school leader must establish their belief and ideas, which
shapes the school's culture for others to follow.
10. Input: The school leader is responsible for getting feedback from multiple
stakeholders to build a shared sense of purpose and consensus.
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11. Intellectual Stimulation: The school leader must handle the professional
development and growth of their staff.
12. Involvement in Curriculum, Instruction, and Assessment: The school leaders must
be the instructional leader and must be hands-on with the curriculum, instruction,
and assessment.
13. Knowledge of Curriculum, Instruction, and Assessment: The school leader must
have a vast understanding of specific, research-based strategies to improve
instruction.
14. Monitoring and Evaluating: The school leaders are responsible for providing
specific and focused feedback supporting teacher efficacy.
15. Optimizer: The school leader must be positive and inspirational.
16. Order: The school leader must establish processes to be followed, as well as
efficient procedures.
17. Outreach: The school leader must advocate for the school to the community and
develop a partnership.
18. Relationships: The school leader must have connections with the people to build
creditability.
19. Resources: The school leader is responsible for the appropriate resources for the
school and staff.
20. Situational Awareness: The school leader must be aware and know what is going
on in the school and anticipate issues.
21. Visibility: The school leader must be available throughout the school to show
interest in what goes on in the school. (p. 41)
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Several other studies, literature, and research also focus on the importance of educational
leadership and its impact on school success. In collaboration, The National Association
of Secondary School Principals and The National Association of Elementary School
Principals provided material on educational leadership. The article, Leadership Matters.
What the Research Says About the Importance of Principal Leadership (2013) imparted
insight on the many researchers of educational leadership, from Leithwood, Louis,
Anderson, Wahlstrom, Schmidt-Davis, Bottoms, Davis, Darling-Hammond, LaPointe,
Meyerson, and Fullan, to Marzano, McIver, Kearns, Lyons, Sussman. Much of the work
on educational leadership and highly effective school leaders emphasized similar
attributes. While Marzano, Waters, and McNulty (2005) featured 21 responsibilities of
effective school leadership, McEwan-Adkins (2003) highlighted 10 traits of highly
effective principals. The 10 traits include:
A strong communicator who listens and connects with others. An educator who
has a depth of knowledge and motivates intellectual growth. A visionary who is
focused on the vision of the school. A facilitator who builds strong relationships.
A change master who is realistic, flexible, and can motivate change. A culture
builder who models and communicates the school vision. An activator who is
enthusiastic and energetic. A producer who builds academic achievement. A
character builder who values trust, respect, and integrity. A contributor whose
priority is the success of others. (p. 18)
Moreover, Hull (2012) asserted that highly effective school leaders are most likely to
have the following traits: leadership experience is more than three years,
interdependence, clear instructional goals, provide feedback, conduct ongoing progress
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monitoring, and have a clear vision. Hull (2012) suggested these qualities of highly
effective school leaders are vital to the success of schools and school culture.
Culturally Proficient Leaders
Lindsey, Lindsey, Nuri-Robins, and Terrell (2018) profoundly examined the
importance of cultural proficiency. In their book. Cultural Proficiency, A Manual School
Leaders, the authors discussed five essential elements of becoming a more culturally
proficient school leader (Lindsey, Lindsey, Nuri-Robins, & Terrell, 2018). The five
essential elements encompass the following:
1. Assessing culture-identify and learn about the differences among the people in
your environment.
2. Value diversity-embrace the differences as contributing to the value of the
environment.
3. Managing the dynamics of difference-reframe the differences so that diversity is
not perceived as a problem to be solved.
4. Adapt to diversity-teach and learn about differences and how to respond to them
effectively.
5. Institutionalize cultural knowledge-change the systems to ensure healthy and
effective responses to diversity. (p .9)
Lindsey, Lindsey, Nuri-Robins, and Terrell (2018) constructed their work to give school
leaders resources for personal and professional development. In addition, Lindsey,
Lindsey, Nuri-Robbins, and Terrell (2018) wanted districts and schools to continue to
assess policies and systems to exercise inclusiveness for all students. The authors go on
to state, “...inclusivity involves educators and our schools embracing...students and...
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communities for the assets they bring to school...and expressly reject deficit-based
approaches that try to fix others and regard others as inferior. Inclusivity involves
educators engaged as co-learners with our communities" (pp. 3-4). Much like cultural
intelligence, cultural proficiency is an approach to support school leaders in having
strategies to develop culturally rich and inclusive environments. Like Kennedy’s (2008)
strategies in her book, Putting our Difference to Work, culturally intelligent leaders
prioritize the importance of diversity, unique perspectives, and people's differences to
develop a culturally inclusive environment.
Role of an Elementary School Principal
Effective school leadership is essential to the success of the organization and the
people in it. An elementary school principal's role is challenging and complex; they are
more than just the school leaders or persons of authority; they are change agents; they are
the driving force in developing systems and practices that set the school's culture
(Leithwood & Montgomery,1982; Fullan, 2014). Fullan (2014) contended the following:
Principals' responsibilities have increased enormously over the past two decades.
They are expected to run a smooth school; manage health, safety, and the
building; innovate without upsetting anyone; connect with students and teachers;
be responsive to parents and the community; answer to their districts, and above
all, deliver results. (p. 6)
Their roles and responsibilities are moving beyond managing, instructional leader,
evaluator, and performing tasks. Principals play a critical role in constructing school
culture. They help shape the culture of schools (Louis & Wahlstrom, 2011). According
to Barth (2002), constructing school culture involves the desire to transform elements
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embedded in the school culture that negatively impact the school’s goals. He further
states changing school culture is one of the most challenging and essential jobs of a
school leader enacting change. The principal’s role in building school culture has a
lasting effect. Principals can shape and influence school culture in positive ways (Deal &
Peterson, 1990). In schools' current diverse environment, principals must add the
responsibility of building a culture that includes developing culturally proficient staff to
support all students' success. It is essential for all students' success that school leaders are
both culturally competent and proficient (Lindsey, Lindsey, Nuri-Robbins, & Terrell
2018). School leaders are the change agents to elevate the moral imperative of
addressing all students' needs in an inclusive environment.
Inclusive school environments begin with school leaders (Why Inclusive
Leadership Matters, 2020). School leaders are a catalyst for students, staff, parents, and
the community to believe and think more inclusively (Black and Simon, 2014). They
guide and support the road to change and gather the resources needed to succeed
(Salisbury & McGregor, 2002). Furthermore, school leaders articulate the importance
and value of inclusive environments so that all stakeholders become supporters and have
a better understanding of its significance. According to the Council of Chief State School
Officers (CCSSO) and their work on why inclusive leadership matters, inclusive
principals establish solid school cultures and build leadership capacity throughout the
school to support the community. Inclusive principals support equity for all; they make
sure students, staff, and the school community feel safe, supported, and appreciated.
Additionally, inclusive principals have high expectations and provide appropriate support
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in the organization, their leadership, schools cannot change or improve to become a place
where all students feel welcome (Why Inclusive Leadership Matters, 2020).
Gaps in the Literature
While there are numerous studies on strategies for business leaders to create
inclusive organizations, there is limited research on bridging effective strategies of
evidence-based inclusive educational practices to school building and classrooms. The
failure to connect the research hinders creating inclusion in schools, which leaves
elementary school principals unable to respond to all students' needs (Grima-Farrell,
Bain, & McDonagh, 2011). Likewise, despite significant research signifying that the role
of the principal in a school is directly tied to both healthy school culture and higher
student achievement, there is limited research linking these two bodies of literature with
creating a culture of inclusiveness (Gülşen & Gülenay, 2014; Leithwood, Patten, &
Jantzi, 2010; Sider, Maich, & Morvan, 2017). A gap exists in identifying exemplary K-12
school leaders' leadership behaviors in creating an inclusive environment to support the
school community, staff, and students.
Summary of the Literature Review
As immigrants worldwide continue to enter the United States, schools and
classrooms will continue to experience a shift in their student and staff population. With
this shift, school leaders will face different challenges in addressing the needs of a
diverse community. Understanding the essential qualities of exemplary school leaders in
creating an inclusive organization through the lens of cultural intelligence will support
school leaders, more specifically elementary school principals, in facing the challenges.
As districts and schools continue to receive diverse students, hire multicultural staff, and
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lead culturally rich environments, school leaders who embrace the mindset of ‘ALL
Means ALL’ support a culture of inclusion. School leaders who embrace the practice of
inclusivity give value to the people in their schools. There are well-defined leadership
qualities that exemplary school leaders can use to support schools' practice of inclusions.
As Kennedy (2008) stated, those leadership qualities are valuing diversity, having rich
communication, personal accountability, building relationships with others to know their
differences, and mutual dependence.
A synthesis matrix was created to provide a matrix of the literature reviewed for
this study (Appendix A). The synthesis matrix was used to illustrate understanding
among authors and research studies. The synthesis matrix used in this study revealed
other researchers’ who contributed to the body of knowledge. In addition, it helped the
researcher integrate the information presented in the literature review and add
authenticity to the study.
Chapter III illustrates the sequential explanatory mixed-methods methodology
used in the study and describes the data collection and analysis. Chapter IV describes the
data collected, the research findings, and the results of the research study. Finally,
Chapter V illuminates the major findings, conclusions, implications for action, and future
study recommendations.
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CHAPTER III: METHODOLOGY
Overview
Chapter III outlines the methodology used to guide the study and the protocol
used in the research. The chapter starts with the purpose statement and research
questions. It continues by describing the explanatory mixed-methods research design,
population, and purposeful sampling used to select individuals for the study. The chapter
further explains the researcher as an instrument, data collection, and data analysis
methods. The chapter concludes by stating the research limitation and the process used
to protect voluntary human subjects. The study regularly utilized the term peer
researchers to refer to the 10 Brandman University doctoral candidates working together
as a thematic team to study the leadership strategies that exemplary leaders use to create
an organizational culture of inclusiveness using Kennedy’s (2008) five leadership
qualities of cultural differences from varied industry sector leaders. The thematic team
worked under the assistance of seven faculty members in working together on the plan
and execution of this study. Chapter III concluded with a summation of the
methodology.
Purpose Statement
It is the purpose of this sequential explanatory mixed-methods study to identify
and describe the leadership strategies that exemplary elementary school principals in San
Bernardino County use to create an organizational culture of inclusiveness using
Kennedy's five leadership qualities of cultural differences.
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Research Questions
1. What strategies do exemplary elementary school principals use to make diversity
a priority?
2. What strategies do exemplary elementary school principals use to get to know
people and their differences?
3. What strategies do exemplary elementary school principals use to enable rich
communication?
4. What strategies do exemplary elementary school principals use to make
accountability a core value?
5. What strategies do exemplary elementary school principals use to establish
mutualism as the final arbiter?
6. What do exemplary elementary school principals perceive as the most important
advantages of creating an organizational culture of inclusiveness?
Research Design
“The research design is a blueprint that the researcher must adhere to, to answer
research questions thoroughly” (McMillan & Schumacher, 2010, p. 20). The research
question must align with the research design (McMillan & Schumacher, 2010). This
study's research questions centered on describing the strategies used by exemplary
elementary school principals in creating a culture of inclusion. For this study, an
explanatory mixed-methods design was used to conduct research to identify and describe
the leadership strategies that exemplary elementary school principals use to create an
organizational culture of inclusiveness using Kennedy's five leadership qualities of
cultural differences. The study's quantitative phase was conducted using a
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SurveyMonkey (Appendix B). In the survey, participants were asked if they were willing
to take part in a one-on-one interview to further explore the topic. Once identified, the
qualitative research was used to conduct a one-on-one interview with five exemplary
elementary school principal. Lastly, the quantitative and qualitative data were coded for
themes and analyzed. The use of a sequential explanatory mixed methods research also
allows the comprehensive and collaborative use of both the quantitative and qualitative
data. In contrast, a single method may limit the creditability of its finding (McMillan &
Schumacher, 2010). Utilizing both the quantitative and qualitative data will support the
triangulation of the results.
Quantitative Research Design
The purpose of quantitative research is to examine the relationships between
variables. McMillan and Schumacher (2010) described “quantitative research designs as
measuring and describing an event” (p. 21). Quantitative research is often used when
participants are not available for a long interaction or observation or have limited time
and money. Data are gathered through various instruments such as surveys, in which
participants check numbers. The outcomes of quantitative research are disseminated
through numbers and statistics (Patten, 2012).
Qualitative Research Design
The purpose of qualitative research is to investigate people's lived experiences,
cultures, and case studies. Researchers often collect data from the field in qualitative
research, with interviews, observations, and audio or video recordings. Data are also
gathered from other sources such as journals, articles, and books (McMillan &
Schumacher, 2010). Researchers utilizing a qualitative method use their professional
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judgment to interpret the data and gain perspective on groups (McMillian & Schumacher,
2010). Further, the qualitative method is often used when there is little known about a
topic or when there is little known about a group or culture. The results of qualitative
research are presented as summaries and descriptions of themes or trends through words
instead of numbers (Patten, 2012).
Mixed-Methods Research Design
Quantitative and qualitative research methods may appear to be contrary, but
many researchers conduct research that combines the two methods (Patten, 2012).
McMillan and Schumacher define mixed-methods research as a combination of
quantitative and qualitative methods. Appropriate use of mixed-methods research is
employed in explanatory, exploratory, and triangulation designs (McMillan &
Schumacher, 2010). The explanatory mixed-methods design uses quantitative data
followed by qualitative data to substantiate and further explain the results. In comparison,
the exploratory design uses qualitative data followed by quantitative data to analyze the
data. Triangulation design is used in both quantitative and qualitative data as a means to
ensure accurate results in a research study (McMillan & Schumacher, 2010).
Mixed-Methods Rationale
According to Creswell and Creswell (2018), “a mixed-methods research design
offers a better insight of a research problem than a qualitative or quantitative design done
independently” (p. 213). Creswell and Creswell (2018) further affirmed that an
explanatory mixed-methods design permits the researcher to perform the quantitative part
first, followed by the qualitative component. Accordingly, a mixed-methods sequential
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explanatory study expands the qualitative results to support the explanation and
interpretation of the findings of a quantitative study.
The sequential nature of this approach encompassed a quantitative survey
followed by semi-structured open-ended interviews (Creswell & Creswell, 2018;
McMillan & Schumacher, 2010). In this study, the sequential explanatory mixed-methods
research design offered the researcher the opportunity to gather perception data on the
leadership strategies that elementary school principals use to create an organizational
culture of inclusiveness using Kennedy's five leadership qualities. The explanatory
mixed-methods design supported and effectively identified and described strategies that
exemplary elementary school principals used to create an organizational culture of
inclusiveness through quantitative data and then explained in depth through the lived
experiences of the participants in the qualitative interviews.
Population
Patten (2012) identified three stages of the sampling process: defining the
population of interest, identifying the sample, and determining the sampling method and
sample size. McMillan and Schumacher (2010) defined a population as “a group of
elements or cases, whether individuals or events, that conform to specific criteria and to
which we intend to generalize the results of research” (p. 85). The population of this
study included 1,037 school districts in California, of which there are 5,887 elementary
schools (CalEdFacts, 2018-2019). For the purposes of this study, the researcher assumed
that each school had one principal; therefore, the population was 5,887 principals.
Elementary school principals are viewed as the leaders responsible for the overall
operation of the school. However, their roles are becoming more complex and
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challenging, and go beyond managing and completing tasks. They are tasked with
effectively leading instruction, supporting student achievement and accountability, and
meeting the diverse needs of students and staff.
According to Mendels (2012), there are five key practices that effective principals
perform, which include shaping a vision of academic success for all students, creating a
climate hospitable to education, cultivating leadership in others, improving instruction,
and managing people, data, and processes to foster school improvement. Today’s
principal also confronts the challenge of leading students and staff of varying cultures,
races, and ethnicities. As the population of 5,887 principals was too large to study
practically, the population was narrowed to the target population.
Target Population
According to McMillan and Schumacher (2010), a target population for a study is
a group of people chosen from the total population. The target population takes a broad
view of the population for which the results are intended to generalize. Target
populations must be identified for a research study given time constraints, cost, and
accessibility to participants. Resultantly, it is usually challenging to study large groups;
therefore, the researcher identified a smaller target population from which the sample was
selected (McMillan & Schumacher, 2010). The target population identified in the study
is elementary school principals in San Bernardino County in Southern California.
According to the San Bernardino County of Schools 2019-2020 datasheet, there were 38
public school districts in the county, which serviced 554 total public schools. Within the
554 schools, there were 321 elementary schools for which the purposes of this study
constituted a target population of 321 elementary principals.
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Sample
There are no specific rules when determining an appropriate sample size in
qualitative research. A qualitative sample size may best be determined by the time
allotted, resources available, and study objectives (Patton, 1990). For qualitative studies,
Creswell (1998) recommends five to 25, and Morse (1994) suggested at least six. In
qualitative research, rather than select many participants, the researcher will identify a
small number to get more detailed information about each participant, which is important
in qualitative research. According to Patton (2015), “there are no standards when
choosing an appropriate sample size in qualitative research” (p. 313). The qualitative
sample size, as identified by Patton (1990), is best chosen by the time, resources, and
study’s objectives. In this study, 15 participants were selected for the study's quantitative
portion, and five participants volunteered for the qualitative interviews. The 15
participants were selected utilizing criterion sampling as they were nominated by districtlevel executive leaders based on the principals meeting four of the six specified criterions
for elementary principals. For this study, principals had to demonstrate at least four of
the following traits.
•

Participation in organizational and community activities involving diverse
individuals.

•

Evidence of leading a culturally inclusive organization.

•

A minimum of five years of experience as an Elementary Principal.

•

Articles, papers, or materials written, published, or presented at conferences or
association meetings about cultural inclusion.
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•

Recognition by his or her peers as a leader who gives respect to all people; and

•

Membership in professional associations in their field.

Sample Selection Process
1. The researcher contacted Assistant Superintendents of Human Resources and
or Instructional Services of the 38 school districts in San Bernardino County
through email requesting their support in nominating exemplary elementary
school principals. The researcher requested a minimum of two elementary
principal recommendations (Appendix C).
2. The researcher randomly selected 15 participants from the pool of candidates.
3. The researcher sent an email invitation to the 15 participants asking them to
complete the survey. The last question on the survey asked participants if they
would be willing to participate in a follow-up, one-on-one interview.
4.

The researcher contacted the first five participants from the 15 who
participated in the survey who indicated a willingness to participate in a
follow-up interview to schedule a date and time for the interview. Included in
the email sent to the five participants was a summary of the study, purpose,
and the criteria for selection as exemplary.
Instrumentation

A sequential explanatory mixed-methods design was used in this study. Mixedmethods research design offsets the limitations in both qualitative and quantitative
research methods. It also provides a more in-depth interpretation of the data collected
(Creswell & Creswell, 2018). In a joint effort with faculty, 10 peer researchers
developed both the quantitative survey and the qualitative interview questions and
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procedures. The quantitative survey tool used structured questions to establish basic
background data of exemplary school principals, including the criteria used for selecting
the sample.
The survey also identified strategies for creating an organization of cultural
inclusiveness. The qualitative phase of this study included semi-structured, open-ended
interviews, and follow-up questions were asked for clarification. In collaboration with
the faculty, the 10 peer researchers constructed a Survey Monkey survey tool to collect
quantitative data and an 11-question qualitative interview protocol to collect qualitative
data. Both instruments were designed to specifically respond to the study’s purpose and
research questions regarding the strategies that exemplary elementary school principals
used to create a culture of inclusiveness using Kennedy’s (2008) five leadership qualities
of cultural differences.
Additionally, before developing the survey and interview questions, the 10 peer
researchers with support from faculty, developed definitions for variables that were then
provided to the participants to reference when responding to the survey and interview
questions. The peer researchers were assigned a definition to develop a question bank.
The peer researchers and faculty members used the question bank to dialog and construct
the final questions that best supported the study’s purpose and research questions.
Variables used in the definitions were derived from Kennedy’s (2008) five
leadership qualities of cultural differences. Kennedy described the qualities as “diversity
as an organizational priority...gets to know people and their differences... enables rich
communication...holds personal responsibility as a core value and establishes mutualism
as the final arbiter” (pp. 35-39). A well-established list of follow-up prompts was used
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by peer researchers to gain deeper information from the participants during the
interviews.
The interviews supported the information gathered in the quantitative
instrumentation to describe and investigate the data further. Upon the approval of the
Institutional Review Board (IRB) at Brandman University (Appendix D), participants in
this research study were invited to contribute to the survey through email communication
(Appendix E), which included a description of the research and the criteria. Also
included in the invitation was a link to the survey instrument and the Brandman
participant’s Bill of Rights (Appendix F), and a copy of the informed consent form
(Appendix G).
Quantitative Instrumentation— Survey
The quantitative survey instrument was created exclusively for this research study
by peer researchers and faculty. The peer researchers collaborated in teams to develop the
definitions of Kennedy’s five qualities of leadership, and with the key components of
those definitions, the researchers developed the survey questions. The researchers and
faculty members reviewed and discussed the questions during multiple meetings.
Feedback was provided by both the faculty and peer researchers, and revisions and
modifications were made. A SurveyMonkey titled Cultural Inclusive Leadership was
used to collect quantitative data from 15 participants (Appendix B). The survey
instrument used Likert scaled items. A Likert-scale survey permits research participants
to answer in agreement or disagreement related to a particular question (McMillan &
Schumacher, 2010). The Likert scale selected for this study was six responses with
descending numerical values from 1 = disagree strongly to 6 = agree strongly.
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The survey link was sent through electronic mail to 15 exemplary elementary
school principals (Appendix B). The survey asked for the participants' demographics that
included gender, age range, number of years in the field, and ethnicity. In addition,
before responding to the survey, participants were asked to confirm that they had
received the Informed Consent and Brandman Bill of Rights and provide their
acknowledgment and consent by clicking on the consent box. The survey would not
open unless consent was provided.
The exemplary elementary school principals were asked to reflect on their
culturally inclusive leadership based on Debbe Kennedy's (2008) five qualities of
inclusive leadership. The last question on the survey asked participants if they would be
willing to participate in a follow-up interview. The first five who volunteered were
interviewed virtually through Zoom.
Qualitative Instrumentation— Interview
The quantitative results in an explanatory mixed-methods research design are
further examined through qualitative data collection and analysis (Creswell & Creswell,
2018). The interview instrument in this study was created by peer researchers under the
guidance of faculty. It was developed to be an open-ended semi-structured qualitative
instrument. Each of the peer researchers conducted the one-on-one interviews virtually
over Zoom with five research participants. “The term semi-structured refers to the fact
that the interviewer does not need to ask only the predetermined questions” (Patten, 2012,
p. 153).
A semi-structured interview granted the researcher the ability to seek a more indepth look at the responses that were provided by the research participants to the
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interview questions (Harrell & Bradley, 2009; Leech, 2002; Turner, 2010). The peer
researchers and faculty held an inaugural meeting to create a first draft of the interview
questions. Peer researchers were paired together to develop interview questions based on
the variables. Over a series of collaborative meetings, feedback was provided by both the
faculty and peer researchers, and changes were made based on the input. The final
questions for the interviews were determined by the 10 peer researchers in collaboration
with faculty advisors.
The interview protocol included an introduction script, the interview questions,
and a set of follow-up probes to inquire more on statements and pursue further
information (Appendix H). The peer researchers employed uniform language and the
same script to gather thorough and consistent answers from all participants. During the
qualitative instrumentation, the researcher was the principal instrument of data collection.
The researcher utilized the interview process to obtain significant insight into the
strategies exemplary elementary school principals used to create a culture of
inclusiveness.
Field Testing
Upon completing the editing process for the quantitative and qualitative
instruments, each peer researcher conducted field-testing of both the survey and interview
questions. During field testing, each peer researcher surveyed two participants in their
specific population and then interviewed one of the two survey participants. All
participants met the criteria for exemplary as defined in the study to be included in the
study and were not included in the research results.
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The participants obtained an invitation letter through email with direct access to
the survey (Appendix I), the Brandman Bill of Rights (Appendix F), and a copy of the
Informed Consent. The two participants electronically completed the survey portion of
the field test. Upon completing the electronic survey, the participants were asked for
feedback on the instrument’s clarity and effectiveness (Appendix J). During the
interview portion of the field testing, an experienced observer supervised the process.
Immediately after the interview, the observer completed a feedback form
(Appendix K). The interview participant also completed a feedback form based on
interview reflection and questions (Appendix L). When the 10 peer researchers
completed their field tests, a team of expert faculty members met to review all feedback
and to determine the survey instrument's reliability and validity. The 10 peer researchers
evaluated the results of the field test and made minor revisions before the final version
was used in the study. The data collected in the survey were evaluated and assisted in
informing the qualitative data through the one-on-one interviews (Creswell & Plano
Clark, 2018).
Validity
McMillian & Schumacher (2010) referred to “validity as a judgment of the
appropriateness of a measure for specific inferences or decisions that result from the
scores generated” (p. 173). In other words, validity is based on the outcomes from the
instruments used (Roberts, 2010). To establish the instrument's content validity, the
faculty team involved in the thematic dissertation helped evolve and assess the
instruments. The faculty team had vast knowledge and were experts in the development
of instruments.
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The quantitative and qualitative instruments were field-tested with two
participants, with a current exemplary elementary school principal and a participant who
held the role of an exemplary elementary school principal but was serving in a new
position. Both participants met four of the eight criteria for the sample and were
excluded from the sample for this study. Upon review of the field test feedback, the
faculty expert panel suggested changes, and modifications were made to the quantitative
instrument based on their feedback.
Furthermore, each peer researcher reviewed the feedback and recommendations
from their interview. Collectively, the peer researchers edited and made changes to the
qualitative instrument based on feedback and suggestions. The faculty team reviewed the
edited qualitative instrument. A synthesis matrix (Appendix A) was generated to
enhance the validity of the study. Field testing both quantitative and qualitative data help
increase the validity of the results (Roberts, 2010).
Reliability
McMillian and Schumacher (2010) defined reliability as the consistency of scores
(p. 179). Common sources for errors in reliability are the development of the test, the
environment, and the attitude and behavior of the person taking the test (McMillian &
Schumacher, 2010). According to Roberts (2010), “Reliability is the degree to which
your instrument consistently measures something from one time to another” (p. 151). To
improve the reliability of the quantitative part of the study, the quantitative instrument
was given two times by 10 peer researchers during field testing and 15 times by the 10
peer researchers, yielding 150 times.
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To safeguard reliability in the qualitative method, the researcher used the same
interview tools with each subject. A script was developed to assure consistency
(Appendix H). Each participant was given the same information and asked identical
questions. The interview questions were piloted 10 times with 10 peer researchers, and
the survey questions were piloted 20 times with 10 peer researchers. The peer
researchers and faculty team assessed the pilots' feedback, and adjustments were made to
improve reliability. Overall, the faculty expert panel determined the quantitative
instrument was reliable.
To determine the instrument's internal consistency used to measure reliability, two
methods were used: Cronbach's alpha and inter-item correlations.
1. Cronbach’s alpha (α) provides a measure of the consistency of items intended to
measure the same construct. In the survey parts where the alpha (α) was low,
items were systematically excluded from determining if one or more could be
eliminated to improve consistency.
2. Inter-item correlations (r) were calculated to determine if any items contributed
results so similar that they might be considered redundant (item correlation tab).
Based on the field test analysis, items in Part II, IV, V, and VII were revised based on the
expert panel's recommendations to ensure a high level of reliability. Cronbach’s alpha
(or coefficient alpha), developed by Lee Cronbach in 1951, measures reliability
or internal consistency. “Reliability” is how well a test measures what it
should. Cronbach's Alpha is a measure of internal reliability. It measures (on a scale of 0
to 1) how consistently a set of items measures a particular construct (SPSS).
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A commonly accepted rule is that an alpha of 0.7 (some say 0.6) indicates
acceptable reliability. The composite score of the Cronbach Alpha for the Cultural
Intelligent Leader Survey was .708 (Center for the Study of Evaluation (CSE) National
Center for Research on Evaluation, Standards, and Student Testing (CRESST, 2020).
Moreover, reliability was also improved using intercoder reliability. Intercoder reliability
is a process that involves two or more peer researchers separately coding 10% of the data
and then comparing their findings with the same work of the researcher (Roberts, 2010).
For this study, a minimum of 80% agreement was necessary for the reliability of the
coding.
Data Collection
According to Creswell and Plano Clark (2018), “the data collection procedures
consist of several interconnected steps: sampling, gaining permission and recruiting
participants, identifying data sources, recording the data, and administering the data
collection procedures” (p. 170). Creswell and Plano Clark (2018) also stated the
importance of having two types of data collection via mixed-methods research comprised
of quantitative and qualitative approaches. The data collection procedures in a sequential
explanatory mixed-methods design include gathering quantitative data, evaluating
quantitative data, and using the findings to inform the qualitative data (Creswell & Plano
Clark, 2018). To get a genuine understanding of 15 exemplary elementary school
principals' perceptions of Kennedy’s five leadership strategies to create an organizational
culture of inclusiveness, the researcher engaged in collecting both quantitative and
qualitative data. The data were collected from 15 quantitative surveys and five
qualitative interviews from the study participants.
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Before any data collection, the researcher completed the Collaborative
Institutional Training Initiative (CITI) training on social-behavioral-educational research
to protect human subjects' privacy (Appendix M). Prior to recruiting participants,
approval was received from Brandman University Institutional Review Board (BUIRB;
Appendix D), and all procedures were thoroughly followed throughout the data collection
process. For both the survey and interview process, electronic letters were sent to all
participants inviting them to participate in the study and summarized the protocols of data
collection and confidentiality (Appendix I). Each participant received and signed all
required documents and forms, which included the informed consent form and the
Brandman Bill of Rights (Appendix F). All signed documents and forms were kept on
file by the researcher for three years after the conclusion of the study and then destroyed.
Furthermore, to ensure privacy, each participant was assigned and identified with
a letter rather than their name. All interviews were conducted via Zoom and were
recorded, which was then transcribed through the Zoom application. The transcriptions
were kept confidential in an electronic file. To authenticate accuracy, offer feedback, or
recommend edits, interview participants were provided a copy of the transcript. Once all
transcripts were substantiated and corrected, the recordings were deleted, and digital
copies were permanently destroyed within three years.
Quantitative Data Collection
Before taking part in the survey, the following steps were taken:
1. An electronic mail was sent to individuals asking to participate in the research
(Appendix I).
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2. Once participants confirmed participation, a SurveyMonkey link was sent through
electronic email.
3. The last question on the survey asked each participant if they were willing to
participate in an interview. The participants who agreed to the interviewed
provided their contact information.
Before starting the survey, each participant read the consent document and checked a
security box affirming they received and reviewed all the IRB documents.
Qualitative Data Collection
For this study, semi-structured, open-ended interviews were performed to gather
rich qualitative data. Due to the COVID-19 pandemic, individual interviews were
conducted virtually through the Zoom application. In coordination with peer researchers
and faculty, interview questions were developed. The interviews were semi-structured
and open-ended, and the researcher utilized probing questions for clarification and deeper
understanding. Throughout the interview, the researcher asked each participant the
questions in identical order. The researcher asked clarifying questions when needed. In
addition to recording the interviews through the Zoom application, the researcher also
took notes. At the end of each interview, the recording was transcribed and sent to each
interviewee for review and accuracy.
Data Analysis
According to Patton (2015), thorough data analysis is essential to enhance the
integrity of the results. “An explanatory mixed methods design was used for the study,
which supported both the quantitative and qualitative data analysis; they are reliant and
related to each other” (Creswell & Plano Clark, 2018, p. 79). Exemplary elementary
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principals served as the participantsfrom which to collect and analyze quantitative and
qualitative data using 15 electronic surveys and five one-on-one interviews. The
organization of both quantitative and qualitative data for analysis included the following:
1. Organization and evaluation of the survey results
2. Transcription of Zoom one-on-one interview recordings
3. Review of themes
4. Coding of data
5. Grouping of codes into themes
6. Examination of themes to characterize and describe the leadership strategies that
exemplary elementary school principals use to create an organizational culture of
inclusiveness using Kennedy's five leadership qualities of cultural differences.
Quantitative Data Analysis
This study used an electronic survey to gather quantitative data. The survey was
created utilizing the SurveyMonkey platform and then provided to the 15 exemplary
elementary school principal participants. The survey asked for the participants'
demographics which included gender, age range, number of years in the field, and
ethnicity. The exemplary elementary school principals were asked to reflect on their
culturally inclusive leadership based on Debbe Kennedy's (2008) five qualities of
inclusive leadership. Descriptive statistics were performed on the data, which included
the mean and standard deviation for each item.
Qualitative Data Analysis
McMillan and Schumacher (2010) emphasized, “The primary data of qualitative
interviews are verbatim accounts of what transpires in the interview session” (p. 360).
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The researcher recorded and created the transcripts for each interview. After transcribing
the one-on-one interviews of each of the five exemplary elementary school principals, the
qualitative data were analyzed. Since the researcher used the Zoom application to
conduct the interview, the researcher could record and transcribe the interview through
the Zoom application. Each transcription was sent to the interviewees for review and
accuracy. The qualitative data were then coded for themes and frequencies using the
NVivo software. The utilization of the NVivo software aided in identifying and grouping
themes throughout the data to address the research questions. To ensure reliability, a peer
researcher coded 10% of the data for a reliability threshold of at least 80%.
The number of times a theme is mentioned measures the number of occurrences
of a given score in a data set (Creswell, 1994). The table for the number of times a theme
is mentioned is a system of organizing raw data in a condensed manner by presenting a
series of scores in the highest or lowest order along with their frequencies and the number
of times each score occurs in the data set (Creswell, 1994). Tables were used for each of
the themes that materialized from coding. This permitted the researcher to see which
themes were observed to be more important and helped with determining the findings
(Creswell, 1994).
Limitations
According to Roberts (2010), limitations are elements in a study that may
negatively impact the research results or the ability to generalize. Roberts (2010) further
stated, “limitations are often over areas that a researcher has no control over, such as
sample size, methodology constraints, length of the study, and response rate” (p. 162).
All studies have some limitations, and researchers must acknowledge and be open about

74

their research (Roberts, 2010). There were many limitations in this explanatory mixedmethods study that could affect the research. The limitations included the researcher as
an instrument of the study, the sample size of the study, the sampling frame, time, and the
geographic location.
Researcher as an Instrument
A quality researcher sheds light on biases and influences brought to their research
study. “The biases are from background, experience, gender, culture, and other
categories that may be vital for the reader to know” (Creswell & Creswell, 2018, p .8).
The researcher’s experience as an elementary administrator for seven years introduced
potential bias.
The researcher’s lived experiences, beliefs, culture, and mindset may have also
affected the research study. To decrease the risk of the limitation of the researcher as an
instrument, the researcher made a conscious effort to be objective and open-minded. To
further mitigate researcher biases, ethical considerations were a priority, and the
researcher remained focus on the experiences of the participants (Roberts, 2010).
Sample Size
The sample size of the study was a limitation. A sample size of 15 exemplary
leaders from each peer researcher was decided by the thematic team. Due to the small
sample size, there are limitations in generalizing the findings to a larger population. The
researcher does not contend that 15 exemplary elementary school principals reflect the
experiences of all exemplary elementary school principals. While the sample size was
small, the researcher did conduct in-depth interviews to validate the data.
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Time
Another limitation of the study was time. Exemplary elementary school
principals do not have limitless amounts of time. Due to a worldwide pandemic, schools
were forced to restructure. Elementary school principals were forced to pivot and adjust
school structures and academic learning. Their time was devoted to planning and
developing a system wherein students were still provided with an optimal learning
experience. Principals’ availability became more valuable and limited. To be respectful
of the participants’ time, interviews were limited to 60 minutes.
Geographic Location
The specific geographical location of this research study was limited to one
county in Southern California. The researcher lives in Southern California, which limited
access to elementary principals beyond San Bernardino County.
Summary
Chapter III provided an overview of the methodology used to conduct the
research for the study. This chapter began with the purpose of the study, which was to
identify and describe the leadership strategies that exemplary elementary school
principals used to create an organizational culture of inclusiveness using Kennedy's five
leadership qualities of cultural differences. Chapter III also explored research questions,
population, sample, instrumentation, validity, and reliability. Consequently, Chapter III
included the methods for data collection and analysis. Finally, the limitations of this
study were considered. Subsequently, Chapter IV presented the results and findings, and
Chapter V examined the significant conclusions for this study.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This research study examines exemplary elementary school principals' leadership
strategies to create an organizational culture of inclusiveness. The research study uses
Debb Kennedy's five leadership qualities of making diversity a priority, getting to know
people and their differences, enabling rich communication, making accountability a core
value, and using mutualism as the final arbiter. This chapter reviews the purpose of the
study and the research questions, explains the research methods, data collection
procedures, population, sample, and demographic data of the study participants. The
chapter concludes with a presentation and analysis of the data, followed by a chapter
summary.
Purpose Statement
It is the purpose of this sequential explanatory mixed-method study to identify
and describe the leadership strategies that exemplary elementary school principals in San
Bernardino County use to create an organizational culture of inclusiveness using
Kennedy's five leadership qualities of cultural differences.
Research Questions
1. What strategies do exemplary elementary school principals use to make diversity
a priority?
2. What strategies do exemplary elementary school principals use to get to know
people and their differences?
3. What strategies do exemplary elementary school principals use to enable rich
communication?
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4. What strategies do exemplary elementary school principals use to make
accountability a core value?
5. What strategies do exemplary elementary school principals use to establish
mutualism as the final arbiter?
6. What do exemplary elementary school principals perceive as the most important
advantages of creating an organizational culture of inclusiveness?
Research Methods and Data Collection Procedure
For this sequential explanatory mixed-methods study, the data collection
instruments were created by a team of peer researchers in a thematic unit. The team of
peer researchers had the guidance and expertise of six faculty members. There were two
instruments developed, an electronic survey and interview questions.
The electronic survey, completed through SurveyMonkey titled Cultural
Inclusion Leadership collected quantitative and demographic data from fifteen exemplary
elementary school principals (Appendix B). In addition to collecting demographic data,
the electronic SurveyMonkey used a Likert scale with six responses, 1 = disagree
strongly, 2 = disagree moderately, 3 = disagree slightly, 4 = agree slightly, 5 = agree
moderately, 6 = agree strongly. The electronic survey was used to gather data perception
of their culturally inclusive leadership.
After collecting and analyzing the quantitative data, the researcher conducted a
semi-structured one-on-one interview with five participants to collect qualitative data.
The one-on-one volunteered semi-structured interview created insight into the strategies
used by the elementary school principals to create an organizational culture of
inclusiveness. The peer researchers utilized standardized interview protocols during the
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semi-structured one-on-one interviews. Five of the fifteen participants were interviewed,
lasting from 30 to 62 minutes, with an average of 41 minutes.
Population and Target Population
The population for this explanatory mixed-method design was elementary school
principals in California. The study population was represented by the 1,037 school
districts in California, of which there were 5,887 elementary schools (CalEdFacts, 20182019). For this study, it was assumed that each school, in fact, had one principal;
therefore, the population was 5,887 principals.
The target population identified in the study was elementary school principals in
San Bernardino County in Southern California. According to the San Bernardino County
of Schools 2019-2020 datasheet, 38 public school districts in the county service 554 total
public schools. Within the 544 public schools, there were 321 elementary schools, which
presupposed a target population of 321 elementary principals.
Sample
The sample population included 15 exemplary elementary school principals for
the quantitative portion of the study and five exemplary elementary school principals for
the qualitative interview. The sample was selected based on their availability and
willingness to participate. To participate in the research study, the elementary school
principals met at least four of the following criteria.
•

Participation in organizational and community activities involving diverse
individuals

•

Evidence of leading a culturally inclusive organization

•

A minimum of five years of experience as an elementary school principal.
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•

Articles, papers, or materials written, published, or presented at conferences or
association meetings about cultural inclusion

•

Recognition by peers as a leader who gives respect to all people; and

•

Membership in professional associations in their field
The fifteen study participants were selected through purposeful sampling because

they represented the specific population used in the research study, which was San
Bernardino County. The participants also needed to meet the characteristics required in
the study, which was meeting four of the six exemplary criteria (McMillan &
Schumacher, 2010). The participants were selected based on recommendations from
Assistant Superintendents of Human Resources and or Instructional Services. Based on
recommendations, participants were contacted by e-mail requesting their participation in
the study.
Instrumentation
In a joint effort with faculty, a team of 10 peer researchers developed both the
quantitative survey and the qualitative interview questions and procedures. The
quantitative survey tool used structured questions to establish basic background data of
exemplary school principals, including the criteria used for selecting the sample. The
survey also identified their strategies for creating an organization of cultural
inclusiveness.
The qualitative instrument was a semi-structured, open-ended interview, and
follow-up questions were asked for clarification. Both instruments were designed to
specifically respond to the study’s purpose and research questions regarding the strategies
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that exemplary elementary school principals used to create a culture of inclusiveness
using Kennedy’s (2008) five leadership qualities of cultural differences.
Presentation and Analysis of Data
The data collected aligned with Kennedy's (2008) five leadership qualities:
making diversity an organizational priority, knowing people and their differences,
accountability as a core value, enabling rich communication, and mutualism as the final
arbiter. The data included the 15 electronic survey instruments and the five one-to-one
semi-structured interviews. The quantitative and qualitative data collected identified
strategies exemplary elementary school principals use to create an organizational culture
of inclusiveness.
Data Analysis
Quantitative data collected from SurveyMonkey were examined for participants'
demographics and solicited the expert perceptions of elementary school principals
regarding strategies used to implement Kennedy's (2008) five leadership qualities of
making diversity an organizational priority, knowing people and their differences,
accountability as a core value, enabling rich communication, and mutualism as the final
arbiter. The researcher analyzed the participants' perceptions of Kennedy's (2008) five
leadership qualities.
Due to the ongoing worldwide COVID-19 pandemic, qualitative data were
gathered through virtual one-on-one Zoom semi-structured recorded interviews.
Interviews were transcribed through the Zoom audio transcription. The interviewee
reviewed and verified the transcriptions, and the researcher used NVivo software to code
themes. Themes surfaced based on several occurrences or frequencies of strategies to
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create an organizational culture of inclusiveness. Tables were designed to further
identify and describe strategies used by exemplary elementary school principals.
Reliability of Data
The survey and the semi-structured interviews collected were used to triangulate
the data. A narrative of the triangulated data is presented with each leadership strategy,
including a culture of inclusiveness. Additionally, data were further validated through
peer research review, which included a review of at least 20% of the qualitative data. A
peer researcher independently coded the qualitative data. One of the five interviews was
selected to determine whether codes and themes were aligned, resulting in an agreement
of 90% of the coding.
Demographic Data
The demographic data of the 15 participants are illustrated in Tables 1 and 2. To
maintain the confidentiality of each participant, each elementary school principal was
given a passcode with no identifying information, and all data presented are with no
names of individuals or organizations. Table 1 shows the study participants' gender,
years as an elementary school principal, age range, and ethnicity.
Table 1
Study Participant Demographic Data
Study
Participant

Gender

1
2

F
M

Number of years as
an Elementary
School Principal
7 years
8 years

3
4
5
6

F
M
F
F

8 years
11 years
6 years
9 years
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Age
Range
41-50
41-50
41-50
41-50
31-40
51-60

Ethnicity
White
Hispanic/Latin X
Asian/Asian American
Hispanic/Latin X
Hispanic/Latin X
Hispanic/Latin X
White

7
8
9
10
11
12
13
14
15

F
F
M
M
F
F
F
M
F

13years
9 years
8 years
5 years
10 years
8 years
5 years
5 years
18 years

41-50
41-50
41-50
41-50
41-50
41-50
41-50
41-50
51-60

White
White
Hispanic/Latin X
Hispanic/Latin X
Hispanic/Latin X
Hispanic/Latin X
White
African American
Asian/Asian American

Fifteen exemplary elementary principals were asked to take the survey. Each
participant met four of the six criteria identified to be considered exemplary. Table 2
represents the researcher's criteria to confirm each participant met this study's definition
of exemplary.
Table 2

1
2
3
4
5
6
7
8
9
10
11
12

x
x
x
x
x
x
x
x
x
x
x
x

x
x
x
x
x
x

x

x
x
x
x
x
x
x
x
x
x
x
x
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x
x

x

x
x
x
x
x
x
x
x
x
x
x
x

Membership in professional
associations in his or her field.

Recognition by his or her
peers as a leader who gives
respect to all people.

Articles, papers, or materials
written, published, or
presented at conferences or
association meetings about

A minimum of 5 years of
experience in the profession.

Evidence of leading a
culturally inclusive
organization.

Study Participant

Participation in organizational
and community activities
involving diverse individuals.

Exemplary Criteria: Elementary School Principal

x
x
x
x
x
x
x
x
x
x
x
x

13
14
15

x
x
x

x

x
x
x

x
x
x

x
x
x

All study participants had a minimum of five years of experience in the
profession, participated in organizational and community activities involving diverse
individuals, and were recognized by peers as leaders who respect all people. They all had
membership in a professional association. Twelve of the 15 participants were in the age
of 41-50, two were in the age range of 51-60, and one participant was in the age range of
31-40. There were four male participants and 11 female participants. Their years as
elementary principals ranged from five to 18 years, with an average of nine years. Seven
participants identified as Hispanic/Latin X, five identified as White, one identified as
Asian/Asian American, one identified as African American, and one recorded two
ethnicities, Asian/Asian American and Hispanic/Latin X.
All participants met the minimum requirements of study criteria fulfilling at least
four exemplary criteria presented in Table 2. One of the five study participants met five
of the six criteria. Three of the participants met all six exemplary criteria.
Quantitative Data Results
Fifteen study participants completed the SurveyMonkey (Appendix B), created in
collaboration with 10 peer researchers and guidance from faculty chairs. Data gathered
from the survey included demographic data and study participants' perception of
strategies used to create an organizational culture of inclusiveness, using Kennedy's
(2008) five leadership qualities of Putting Our Difference to Work. The survey questions
had seven parts: making diversity a priority, knowing people and their differences,
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enabling rich communication, responsibility as a core value, mutualism as the final
arbiter, culture, and culture of inclusiveness.
Parts one through six had five questions each, while part seven had 10 questions.
The survey used a Likert scale utilizing six responses ranging from agree strongly, agree
moderately, agree slightly, disagree slightly, disagree moderately, and disagree strongly.
Tables 3 - 7 summarize the 15 study participants' perception of their use of Kennedy's
(2008) five leadership qualities of making diversity an organizational priority, knowing
people and their differences, accountability as a core value, enabling rich communication,
and mutualism as the final arbiter. Additionally, the study participants were asked about
their leadership perception of culture and culture of inclusion.
Findings
Research Question 1: What strategies do exemplary elementary school
principals use to make diversity a priority?
Twelve of the 15 participants included in this study perceived that it was the
leaders' responsibility for the inclusion of all people at their school site, which suggests
that implementing a diversity management program is important. Many leaders are
implementing diversity management programs to address the increasing diversity in the
workplace. Diversity management supports efforts in an organization to become inclusive
by intentionally hiring diverse talent so that others can learn and respect differences from
each other (Reiners, 2019). According to Vanessa Weaver (2011), leaders share their
diversity and inclusion beliefs and know how they can drive value for the individual,
group, and organization. Leaders demonstrate their character by their willingness to
understand and incorporate diverse views within a global context. They take personal
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responsibility for global diversity and inclusion failures and share their successes with
their team. In these ways, leaders make diversity a priority.
Table 3 illustrates the awareness of elementary school principals' perception of
making diversity an organizational priority. There were five questions related to this
part. All 15 study participants either agreed strongly, moderately, or slightly agreed.
Twelve of the study participants marked they agreed strongly with taking personal
responsibility for the inclusion of all people, which reflects Weaver's (2011) work of
leaders taking personal responsibility for inclusion. A note of interest in the data, only
six, less than half of the study participants agreed strongly with communicating the
importance of cultural differences. According to the National Association of elementary
school principals, school leaders play a significant role in establishing a culture that
values diversity through encouraging staff, students, and teachers to expand their
understanding of the differences (The Principals Guide to Building Culturally Responsive
Systems, Staff, and Students, 2018).
Table 3
Part 1 Making Diversity a Priority
Agree Moderately

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

Model Diversity as an
organizational priority
Take personal
responsibility for
inclusion of all people

Agree Strongly

Questions

8

3

4

0

0

0

5.26

.854

12

2

1

0

0

0

5.73

.573
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Communicate the
importance of cultural
differences
Provide coaching to
develop talent within the
organization
Provide opportunities for
people to develop new
skills

6

6

3

0

0

0

5.20

.748

10

3

2

0

0

0

5.53

.718

11

2

2

0

0

0

5.60

.712

A Harvard Business Review (2020) suggests that what leaders say and do makes
up to a 70% difference in whether individuals report feeling included. It was further
reported that leaders who hold themselves and others accountable and make diversity and
inclusion a personal priority will experience a visible commitment to inclusion.
Research Question 2: What strategies do exemplary elementary school
principals use to get to know people and their differences?
Table 4 denotes the elementary school principals' perception of knowing people
and their differences. There were five questions related to this part. No respondents
reported any degree of disagreement with any of the strategies studied. Twelve
elementary school principals agreed strongly they embrace interaction with others from
different cultures, followed by 11 participants who agreed strongly they listen without
judgment to understand diverse cultures.
In contrast, only five elementary school principals agreed strongly with
encouraging open dialog about controversial issues as they viewed addressing
controversial issues as complex. The easiest path is to avoid the issues and move forward
with business as usual. However, school leaders who provide opportunities for open
dialog offer space to address controversial topics (Shafer, 2016). Additionally,
elementary school principals who welcome interaction with different cultures use
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inclusive language and participate in events with their staff and community. Leading by
example also means taking a look at your own advantages and acknowledging your
responsibility as a leader to make the environment more welcoming for others (Burke,
2018).
Table 4
Part 2 Knowing People and Their Differences
Agree Moderately

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

Listen without judgment
to understand diverse
cultures
Embrace interaction with
others from different
cultures
Stand up for others if
they are being treated
unfairly
Encourage open dialog
about controversial
issues
Intervene when
intolerance is present

Agree Strongly

Questions

11

3

1

0

0

0

5.66

.596

12

2

1

0

0

0

5.73

.573

9

5

1

0

0

0

5.53

.618

5

7

3

0

0

0

5.13

.718

10

3

2

0

0

0

5.53

.718

Given the long history of exclusionary practices in the American educational
system, school leaders failed to recognize existing exclusionary practices at their site,
whether inadvertently or intentionally (Beach, 2007). These exclusionary practices create
an unfriendly situation wherein others may not feel a part of the school community.
Elementary school principals who welcome and engage with different cultures participate
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in events with their staff and community. Elementary school principals who model and
lead by example pause to reflect on their own privilege and recognize their responsibility
as leaders to promote a welcoming environment (Cordova-Cobo, Fox, & Wells, 2016).
Elementary school principals who invite others to be a part of the school community also
encourage them to engage in uncomfortable topics. The welcoming environment from
school leaders supports trust and respect.
Research Question 3: What strategies do exemplary elementary school
principals use to enable rich communication?
Table 5 presents the perception of elementary school principals ' enablement of
rich communication in their schools. There were five questions related to this part.
Twelve of the 15 strongly agreed they remain accessible to others. Eleven agreed
strongly that they remained open to feedback to develop a deeper understanding of
different perspectives and approach conflict by looking at all sides. In comparison, only
five elementary school principals agreed strongly to sharing honestly what is going on
"when the chips are down."
Table 5
Part 3 Enabling Rich Communication

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

11

Agree Moderately

Remain open to
feedback to develop
deeper understanding of
different perspectives

Agree Strongly

Questions

3

1

0

0

0

5.66

.596
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Approach conflict by
looking at all sides
Remain accessible to others
Share honestly what is
going on when the chips are
down
Create a culture where
people feel safe to share
controversial ideas

11

3

1

0

0

0

5.66

.596

12
5

2
7

1
3

0
0

0
0

0
0

5.73
5.13

.573
.718

7

6

2

0

0

0

5.33

.699

A critical element of leadership in an organization is sincere conversation (Senge,
Scharmer, Jaworski, & Flowers, 2005). When there is two-way communication, the
dialog is "open and fluid" (Groysberg & Slind, 2012, p. 80). Elementary school
principals who embrace two-way communication, listen to multiple perspectives and
gather additional feedback have a deeper understanding of their community members.
Additionally, elementary school principals who are accessible to the students, staff,
families, and community build healthy relationships and trust, enabling rich
communication among the people they serve (Meador, 2019).
Research Question 4: What strategies do exemplary elementary school
principals use to make accountability a core value?
Table 6 depicts the insight of elementary school principals on having
accountability as a core value. There were five questions related to this part. The study
participants overwhelmingly agreed strongly on perceiving personal responsibility as a
core value. Four of the five questions had 10 or more elementary school principals who
agreed strongly. Thirteen of the elementary school principals agreed strongly to take
ownership of personal behavior that supports respect for others, and 12 of the study
participants agreed strongly on promoting a culture where everyone sees themselves as an
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essential part of the organization. Conversely, only nine principals agreed strongly on
promoting an organizational culture that values inclusion.
Table 6
Part 4 Accountability as a Core Value
Agree Moderately

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

Promote organizational
culture that values inclusion
Take ownership of personal
behavior that supports
respect of others
The importance of diversity
is shown in organizational
hiring practices
Willing to take personal
risks to see that others
are valued
Promote a culture where
everyone sees themselves
as an important part of the
organization

Agree Strongly

Questions

9

4

2

0

0

0

5.46

.718

13

1

1

0

0

0

5.80

.541

10

2

3

0

0

0

5.46

.805

10

4

1

0

0

0

5.60

.611

12

2

1

0

0

0

5.73

.573

As the school leader, the elementary school principal is watched by every person
in and out of the school. People observe their demeanor, body language, visibility, and
listen to their words (Meador, 2019). The elementary school principal, who is cognizant
of the watchful eyes and ears, understands the importance of being accountable for their
actions and words. Elementary school principals who support accountability understand
professionalism, respect everyone, and welcome differences (Meador, 2019).
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Research Question 5: What strategies do exemplary elementary school
principals use to establish mutualism as the final arbiter?
Table 7 illustrates the view of elementary school principals in the leadership
quality of mutualism as the final arbiter. There were five questions related to this part.
Eleven of the 15 elementary school principals agreed strongly in three of the five
questions: creating a deep sense of shared purpose, encouraging new ideas that benefit all
stakeholders, and leading with intentional collaboration where no one is at risk. Eight of
the 15 agreed strongly in two questions: insisting on fairness as a core value and
cultivating a thought inspection of diverse thinking.
Elementary school principals recognize the importance of a shared purpose,
collaboration, and involving all stakeholders. Elementary school principals also
encourage participation and listen authentically to those they serve (Meador, 2019).
Moreover, elementary school principals who foster a safe environment allow others to
share ideas without fear or harm (Kennedy, 2008).
Table 7
Part 5 Mutualism as the Final Arbiter
Agree Moderately

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

Create a deep sense of
shared purpose
Insist on fairness as a
core value
Encourage new ideas that
benefit all stakeholders

Agree Strongly

Questions

11

2

2

0

0

0

5.60

.711

8

4

3

0

0

0

5.33

.788

11

3

1

0

0

0

5.66

.596

92

Cultivate a thoughtful
inspection of diverse
thinking
Lead with intentional
collaboration where no
one is placed at risk

8

3

4

0

0

0

5.26

.853

11

1

3

0

0

0

5.53

.805

Culture
When people have a purpose, it enables them to discover and learn something for
themselves. Purpose can also support making quick decisions when there are no standing
rules or examples for a given situation. When there is shared purpose and trust in an
organization, there is an inclination to do what is right and be conscious of what is the
right thing (McChrystal, 2015).
Table 8 shows the perception of the 15 study participants on culture. There were
five questions related to this part. Four of the five questions had 10 or more of the
elementary school principals strongly agreeing. Twelve of the 15 elementary school
principals strongly agree in seeing things from other people's points of view, and they
consider diverse perspectives when making decisions. Eleven of the 15 elementary school
principals strongly agree in encouraging open dialog with stakeholders, and 10 of the 15
strongly agree in embracing interaction with people of different cultures. While seven of
the 15 elementary school principals strongly agreed to challenge intolerance in others,
signifying only half of the study participants.
The peer research team defined culture as “learned and shared human patterns or
models that differentiate the participants of one group of people from another” (Damen,
1987, p. 51). Elementary school principals play an important role in developing a
positive school culture. The positive school culture brings forth a sense of belonging and
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purpose from the students, parents, staff, and families (Habeggar, 2008). The elementary
school principals recognize and value differing and unique perspectives to encourage a
positive culture and consider others' points of view.
Table 8
Part 6 Culture
Agree Moderately

Agree Slightly

Disagree Slightly

Disagree Moderately

Disagree Strongly

Average Likert score

Standard Deviation

See things from other
people’s point of view
Consider diverse
perspectives when making
decisions
Encourage open dialog
with stakeholders
Challenge intolerance in
others
Embrace interaction with
people of different
cultures

Agree Strongly

Questions

12

2

1

0

0

0

5.73

.573

12

2

1

0

0

0

5.73

.573

11

2

2

0

0

0

5.60

.711

7

5

3

0

0

0

5.26

.771

10

2

3

0

0

0

5.46

.805

Research Question 6: What do exemplary elementary school principals
perceive as the most important advantages of creating an organizational culture of
inclusiveness?
Table 9 presents the perception of the elementary school principals on the
advantages of creating an organizational culture of inclusion. There were 10 questions
related to this part. Six of the 10 questions had 11 or more study participants agree
strongly. Two of the questions had 13 participants agree strongly: showing respect by
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helping people and treating people with genuine regard regardless of position. Twelve of
the study participants agreed strongly on interacting respectfully with different people in
the organization. Additionally, three of the questions had 11 elementary school principals
agree strongly: listening carefully to make people comfortable, collect regular feedback,
and value the contributions of people through positive recognition. In contrast, only
seven of the 15 elementary school principals agreed strongly on two questions:
celebrating the unique contributions of diversity and holding others accountable for
inclusion.
An important element of inclusiveness is authentic and courageous leadership.
Elementary school principals who commit to listening, engaging, and valuing others
create an organizational culture of inclusion. They accept and respect others and
recognize people's uniqueness and differences as a strength to the organization (Kennedy,
2008).
Table 9
Part 7 Culture of Inclusion
Disagree Slightly

Average Likert
score

Standard Deviation

Disagree Strongly

Agree Slightly

8

1

6

0

0

0

5.13

.956

12

1

2

0

0

0

5.66

.699

9

4

2

0

0

0

5.46

.718
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Disagree
Moderately

Agree Moderately

Promote policies that
ensure cultural
participation
Interact respectfully with
different people in the
organization
Encourage everyone to
be themselves

Agree Strongly

Questions

Listen carefully to make
people comfortable
Collect regular employee
feedback
Show respect by helping
people
Value the contributions
of people through positive
recognition
Treat people with genuine
regard
regardless of position
Celebrate the unique
contributions of diversity
to the success of the
organization
Hold others accountable
for inclusion

11

3

1

0

0

0

5.66

.596

11

1

3

0

0

0

5.53

.805

13

1

1

0

0

0

5.80

.541

11

3

1

0

0

0

5.66

.596

13

1

1

0

0

0

5.80

.541

7

5

3

0

0

0

5.26

.771

7

4

4

0

0

0

5.20

.832

It is interesting to note that celebrating the unique contributions of diversity and
holding others accountable for inclusion received the lowest ratings from the participants.
There is a tendency to surround ourselves with people like us and find comfort in
familiarity. Surrounding ourselves with a broad range of people and celebrating this
diversity helps people learn about other cultures and people. This increased awareness
aids appreciation of other cultures and their histories. In addition, holding others
accountable for inclusion had a low response rate for importance. Accountability is
simply the condition of being accountable or responsible. If a leader views something as
less important, accountability feels unnecessary. Atcheson (2021) suggested successful
organizations are purposeful, deliberate, and accountable. This means that leaders take
ownership of the processes, policies, and organizational culture that enable inclusion
(Larick, 2021).
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Qualitative Data Results
Qualitative data were collected through five semi-structured recorded interviews.
Due to the ongoing worldwide COVID-19 pandemic, the five interviews were conducted
virtually through the Zoom software. The interview process was designed to provide indepth responses to the research questions. After coding the interview data, nine themes
emerged. In total, the nine themes were mentioned 194 times. Diversity as an
organizational priority, knowing people and their differences, enabling rich
communication, mutualism as the final arbiter, and a culture of inclusiveness were coded
with two themes. In contrast, personal accountability as a core value was coded with one
theme. Figure 4.1 shows the number of themes in each leadership quality.
NUMBER OF THEMES IN EACH LEADERSHIP QUALITY
Diversity as an Organizational Priority

2

Knowing People and their Difference

2

Accountability as a Core Value

2

Enabling Rich Communication

1

Mutualism as a Final Arbiter

2

Culture of Inclusiveness

2
0

1

2

Figure 4.1 Themes in each leadership quality
Of the 194 frequencies coded, the leadership quality of knowing people and their
differences had 58 frequencies with two themes, accounting for 30% of all frequencies.
Culture of inclusiveness followed with 50 frequencies with two themes, representing 26%
of all frequencies. Accountability as a core value had the lowest number of times this
theme was mentioned at 15, which represented 8% of all frequencies. Figure 4.2 captures
the frequencies of themes mentioned in each leadership quality, a few of the coded
themes represented multiple leadership qualities.
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FREQUENCY OF THEME (S) MENTIONED IN EACH LEADERSHIP
QUALITY
70

58

60

50

48

50

39

38

40
30

15

20
10
0
Diversity as an
Organizational
Priority

Knowing People Enabling Rich Accountability as Mutualism as a
Communication a Core Value
Final Arbiter
and their
Difference

Culture of
Inclusiveness

Figure 4.2 Frequency of theme (s) mentioned in each leadership quality.
Moreover, Table 10 illustrates the alignment of the nine themes to the six research
questions and the number of participants who referenced the theme, and the number of
times each theme was mentioned. Some themes were aligned to multiple research
questions.
Table 10
Alignment of Themes to the Research Questions
Number of
participants who
referenced the theme

Number of times
theme was mentioned

Theme

Research Questions
1. What strategies do
exemplary elementary
school principals use to
make diversity a priority?
1. What strategies do
exemplary elementary
school principals use to
make diversity a priority?

Have a global perspective of
the cultural makeup of
classrooms and teams

22

5

Intentional focus on
professional development for
administrators and staff

15

4
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2. What strategies do
exemplary elementary
school principals use to get
to know people and their
differences?
2. What strategies do
exemplary elementary
school principals use to get
to know people and their
differences?
3. What strategies do
exemplary elementary
school principals use to
enable rich
communication?
3. What strategies do
exemplary elementary
school principals use to
enable rich
communication?
4. What strategies do
exemplary elementary
school principals use to
make accountability a core
value?
5. What strategies do
exemplary elementary
school principals use to
establish a mutualism as
the final arbiter?
5. What strategies do
exemplary elementary
school principals use to
establish a mutualism as
the final arbiter?
6. What do exemplary
elementary school
principals perceive as the
most important advantages
of creating an
organizational culture of
inclusiveness?
6. What do exemplary
elementary school
principals perceive as the

Develop strong relationships
with those on campus and in
the community allowing for
deep conversations on cultural
diversity
Intentionality of the
development of community
activities that celebrate
differences

31

5

27

4

17

3

31

5

15

5

Self-reflection is the key to
making good final decisions

17

4

Seeking multiple perspectives
before making a final decision

22

5

28

5

Communication is
implemented as part of the
yearly planning process for
cultural diversity
Develop strong relationships
with campus community
fostering deep conversations
on cultural diversity
Modeling effective
communication, inclusivity,
and equity across cultures to
set staff expectations

Build a team culture that
breaks through barriers, so
everyone is invested
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most important advantages
of creating an
organizational culture of
inclusiveness?

Findings
Research Question 1: What strategies do exemplary elementary school
principals use to make diversity a priority?
In this study, the peer research team defined diversity as an organizational priority
as an intentional action to embrace individuals' unique differences, perspectives, and
talents as an identifier for organizational success (Kennedy, 2008; Winters, 2015).
Coding diversity as an organizational priority produced two themes, which were
referenced 37 times, resulting in 19% of all coded content. Table 11 represents the
themes, the number of elementary principals who mentioned the themes, and the number
of times the themes were mentioned.
Table 11
Diversity as an Organizational Priority Themes

Themes
Have a global perspective of the cultural
makeup of classrooms and teams
Intentional focus on professional
development for administrators and staff

Number of participants
who referenced the
theme
5

Number of times
theme was
mentioned
22

4

15

Having a global perspective of the cultural makeup of classrooms and teams.
This theme was referenced 22 times with five of the elementary principals, representing
8% of all coded content. Each of the five elementary school principals provided
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responses related to this theme. A principal indicated the significance of a global
perspective. Participant 4 noted:
I definitely am more aware of, you know, making sure that there's equity
in terms of class composition of students; I think that we always as an IB
school lends itself nicely anyway in terms of focusing on. A variety of
cultures celebrate various cultures, both on the staff and our families
celebrating cultures, you know, trying to have that global perspective, so
that's naturally been part of our philosophy, but organizationally trying to
look at class composition. When we're hiring, thinking about that, you
know, being more aware of our hiring practices and ensuring that we have
representation from all groups.
Being aware of the community they serve was an important element in all the interviews.
It was a priority for all five of the sources, and it was essential that they had a broad
understanding of their experiences and what and where they came from.
Intentional focus on professional development for administrators and staff.
This theme was referenced in four sources and was mentioned 15 times in four of the
elementary principals interviewed, accounting for 8% of all coded content. Four
principals referred to this theme in their interview, and one principal emphasized the
importance of professional development multiple times related to making diversity an
organizational priority. Participant 2 stated:
Moving forward with is cultural proficiency training, and so we've been
I've been part of the cultural proficiency Task Force for the district, this
year, where we've been looking at different programs and approaches that
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are going to be utilized for professional development, for our school for
our district next year, and so we are near. The point where we're going to
be deciding on that one professional development, like an agency that
we're going to be going with that's going to come in and provide that
professional development for cultural proficiency and cultural
responsiveness. This is something that I have always encouraged within
our sites. Within our teachers, and that's just layered into many
professional developments, it's just becoming aware.
The principal later referenced it again in the interview.
We were at a point where we need to move forward with a more what
does that call just a more specific and deliberate training for our teachers.
Professional development and training were a recurring theme in 4 of the sources. The
elementary school principals felt that there was a lack of understanding of diversity
across their schools and districts. They emphasized that they are in the early stages of
developing a comprehensive plan on diversity and cultural proficiency.
Research Question 2: What strategies do exemplary elementary school
principals use to get to know people and their differences?
The peer research team in this study defined knowing people and their differences
as intentionally developing deep knowledge, expertise, and empathy about diversity
through curiosity, experiences, and practice (Hesselbein & Goldsmith 2009; Kennedy,
2008; Travis, Nugent, & Lengnick-Hall, 2019). Knowing people and their differences
encompassed two themes, resulting in 30% of all coded interview sources. Table 12
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represents the themes, the number of elementary principals who mentioned the themes,
and the number of times the themes were mentioned.
Table 12
Knowing People and Their Differences

5

Number of times
theme was
mentioned
31

4

27

Number of participants
who referenced the theme

Themes
Develop strong relationships with
those on campus and in the
community allowing for deep
conversations on cultural diversity
Intentionality of the development of
community activities that celebrate
differences

Develop strong relationships with those on campus and in the community
allowing for deep conversations on cultural diversity. This theme was
referenced 31 times with all five elementary principals, accounting for 16% of all coded
content. All five elementary school principals interviewed referenced the theme. It was
an essential theme in one of the elementary school principal interviews, as mentioned
multiple times in the interview. The elementary school principal makes a note of
building relationships at the start of the interview. Participant 1 asserted:
I believe in and just building that relationship; I think through those
relationships that we've built with our staff and our community or parents
or students, I think, knowing that they see it in action, and they can also.
The same elementary school principal later makes references to the theme again.
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But I'd be more effective way is to be able to me is willing to listen and
understand before the end of that's helped to build trust and to enhance
that level of relationship with our community.
The same elementary school principal concludes with the importance of building
relationships to allow for a deeper conversation on cultural diversity.
For me, what matters most is people, and so building those relationships
that's what's important to me, but at the same time, yeah, I think you do; I
do have to be intentional about it because it's easy to get caught up in the
day today.
Developing relationships was a repeated statement from all five participants. They
stressed the importance of relationships in creating trust and commitment. All five
participants reported relationships were a yearly priority as it supported shared visions,
communication, and contributed to school culture.
Intentionality of the development of community activities that celebrate
differences. This theme was mentioned 27 times, representing 14% of all coded
content. Four of the five elementary school principals referenced the theme in
their interviews. An elementary principal highlighted the importance. Participant
5 noted,
Trying to celebrate difference is important in we share that with our
parents, so those personal connections and like what people are saying and
trying to extend that into the school culture.
Four of the participants indicated the significance of having community activities that
highlighted differences because it helped bridge the gap between community and school.
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The participants reported increased community participation when the events included
activities that made personal connections to the community.
Research Question 3: What strategies do exemplary elementary school
principals use to enable rich communication?
In this study, the peer research team defined rich communication as the transfer of
information with the intent to understand the meaning and broaden one's perspective,
resulting in a personal connection between individuals (Daft & Lengel 1986; Armengol,
Fernandez, Sallan, & Simo, 2017; Kennedy 2008; Jensen, Moynihan, & Salomonsen,
2018). Coding for rich communication resulted in two themes. The themes were
referenced 48 times, accounting for 25% of all coded content. Table 13 represents the
themes, the number of elementary principals who mentioned the themes, and the number
of times the themes were mentioned.
Table 13
Enable Rich Communication

Themes
Communication is implemented as part of the
yearly planning process for cultural diversity
Develop strong relationships with those on
campus and in the community allowing for
deep conversations on cultural diversity

Number of
participants who
referenced the theme
3

Number of
times theme
was mentioned
17

5

31

Communication is implemented as part of the yearly planning process for
cultural diversity. This theme was referenced 17 times, accounting for 9% of all
coded content. The theme was referenced with three of the elementary principals. An
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elementary school principal echoed the importance of communication in recognizing
cultural diversity. Participant 2 stated:
Just make sure that when we have individual conversations with teachers
regarding students, we discuss how you know their cultural understanding
and awareness of that child. Sometimes it is specifically cultural, but it's
just about getting to know each other most of the time. Still, people
normally discuss things about their lives within those conversations that
people can attach to culture.
The importance of communication was emphasized with three of the participants.
The form of communication in the three participants was mainly through direct contact
with individuals through inquiry. Communication was a method used to gain the trust of
the community to form relationships and get to know people on a deeper level.
Develop strong relationships with those on campus and in the community
allowing for deep conversations on cultural diversity. This theme was referenced
31 times, accounting for 16% of all coded content. This theme had the most references of
all nine themes. The theme was also referenced in five interviews. Further, this theme
was coded in knowing people and their differences.
Research Question 4: What strategies do exemplary elementary school
principals use to make accountability a core value?
In this study, the peer research team defined accountability as a core value and a
leader's conscious ownership of their actions and the impact on others (Kennedy, 2008;
Molenmaker, De Kwaadsteniet, & Van Dijk, 2016; Tausen, Miles, Lawrie, & Macrae,
2018). Coding for themes related to accountability as a core value resulted in one theme.
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This one theme accounted for 12% of all coded items and was referenced with all five of
the elementary principals. Table 14 illustrates the theme, the number of participants who
referenced the theme, and the number of times the theme was mentioned.
Table 14
Accountability as a Core Value

Theme

Number of participants
who referenced the theme

Modeling effective communication,
inclusivity, and equity across cultures
to set staff expectations

5

Number of
times theme
was mentioned
15

Modeling effective communication, inclusivity, and equity across cultures to set
staff expectations. This theme was referenced 15 times, with all five of the
elementary principals mentioning the theme, accounting for 8% of all coded content. All
five elementary school principals referenced the theme at least once during the interview.
An elementary school principal noted the importance of modeling effective
communication, inclusivity, and equity in the interview. Participant 4 stated:
Trying to organize and effectively communicate and show that and then
just from a moral perspective, trying to do the right thing, trying to put the
action. I think that modeling number one number two sets the expectation
as a culture within our school that that is who we are across cultures to set
staff expectations.
The importance of modeling was reiterated throughout the five interviews. The
elementary school principals felt it was crucial to model behaviors and actions of what
was expected of the staff. Although, some participants reported they were still learning
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about inclusivity and were in the early stages of modeling communication and
expectations.
Research Question 5: What strategies do exemplary elementary school
principals use to establish mutualism as the final arbiter?
The peer research team in this study defined mutualism as a final arbiter where
everyone benefits, and no one is harmed by the decisions and actions within the team or
organization (Kennedy, 2008). Mutualism establishes trust in organizations through a
deep sense of shared purpose, a thoughtful inspection of each member's ideas and
interests, and interdependence when performing roles and responsibilities (Harvey &
Drolet, 2006; Rau, 2005; Mishra, 1996). The themes were referenced 39 times,
representing 20% of all coded content. Table 15 shows the themes, the number of
elementary principals who mentioned the themes, and the number of times the themes
were mentioned.
Table 15
Mutualism as the Final Arbiter

Themes

4

Number of times
theme was
mentioned
17

5

22

Number of participants
who referenced the theme

Self-reflection is the key to making
good final decisions
Seeking multiple perspectives before
making a final decision

Self-reflection is the key to making good final decisions. This theme was
referenced 17 times, representing 9% of all coded content. The theme was referenced
with four of the five elementary principals. An elementary school principal shared the
process of their self-reflection before making a final decision. Participant 4 shared:
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You know I think things through, and very reflective myself first, and then
you know I usually start with my SIST team, and we, we have a
discussion, then we bring it to whole staff or leadership team or parents
stakeholder groups.
Self-reflection was stressed in four of the participants' interviews. The elementary school
principals felt it was important to pause and reflect before decisions so that they felt
empowered to make the best decision possible. The participants wanted to ensure that
the impact of the decision was going to positively impact the students, staff, and families.
Seeking multiple perspectives before making a final decision. This theme was
referenced 22 times, accounting for 11% of all coded content. The theme was referenced
with all five elementary principals and was repeated multiple times by all five elementary
school principals. One elementary school principal shared the value of seeking multiple
perspectives. Participant 1 stated:
I think there's a collaborative approach, where we try to include as many
people as possible in that decision-making process, whether it's our
leadership team, whether it's our support staff, families, student, and
community because I don't want to make anybody upset. Especially if they
were not provided the opportunity to give input. Still, I know at the end of
the day, not everybody's going to be happy.
Seeking multiple perspectives was repeated multiple times by the five participants. The
elementary school principals felt it was important to get feedback from many
stakeholders as they recognize different groups see things through a different lens, which
they felt helped create a culture of inclusiveness.
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Research Question 6: What do exemplary elementary school principals
perceive as the most important advantages of creating an organizational culture of
inclusiveness?
In this study, the peer research team defined a culture of inclusion as the
incorporation of diverse individuals in an environment of mutual respect and acceptance
that recognizes and values their unique contribution to the success of the organization.
(Azmat, Fujimoto, & Rentschler, 2014; Mak, Daly, & Barker, 2014; Tawagi & Mak,
2015; Kennedy, 2008). When coding for a culture of inclusion, two themes emerged.
The themes were referenced 50 times, resulting in 26% of all content coded. Both
themes were referenced by all five of the elementary principals. Table 16 represents the
themes of a culture of inclusion, the number of elementary principals mentioning themes,
and the number of times the themes were mentioned.
Table 16
Culture of Inclusion

Themes
Seeking multiple perspectives before
making a final decision
Build a team culture that breaks through
barriers, so everyone takes part in the
solution to culturally diverse issues

Number of
participants who
referenced the theme
5

Number of times
theme was
mentioned
22

5

28

Seeking multiple perspectives before making a final decision. This theme was
referenced 22 times, with all five of the elementary principals mentioning the theme. The
theme accounted for 11% of all the coded content. One of the elementary school
principals shared their process of getting multiple perspectives. Participant 2 noted:
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Through input through our leadership team and the leadership team, when
they say like no, we need additional information from our grade-level
teams or other people, we seek that input through. Discussions or through
surveys, and we've also done surveys for our community, so our parents
have had input as well; we have a school site council, who is the decisionmaking force when it comes to our school plan and our budget.
This theme was referenced in all five of the interviews and was also coded in mutualism
as the final arbiter.
Build a team culture that breaks through barriers, so everyone takes part in
culturally diverse issues. This theme was referenced 28 times, with all five of the
elementary principals mentioning the theme. This theme was the second-highest
referenced theme, accounting for 14% of all coded content. An elementary school
principal shared their perspective on the importance of building team culture. Participant
5 shared:
The school I want everybody to be part of this machine that makes it
work, and I don't want it to be like them and us the classified and
certificated like I have a problem with labeling. Different job titles and
having there be like a hierarchy. It feels gross, so I try, I tried to minimize
that so that everybody feels comfortable, and then you do get to know
them on a personal level, and then be vulnerable and share who you are so
that. They're they know you as a person, not just as a title you're building
on strengths, so if you are inclusive, then kids and everybody on your
campus has a strength-based perspective of them of what they can
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contribute to the community and your job as a leader is to help students
and staff and anybody working on this campus to recognize their strengths
and what they can bring to the community. Not all at one time, like let's
understand what it is, let's figure out why it's necessary to do this, build a
solid foundation so that there's a deep understanding of its importance.
Building teams was reiterated in all five interviews as an important element in
creating a culture of inclusiveness. The elementary school principals voiced that creating
a school culture that values all people despite backgrounds, roles, and experiences was
important at their site. However, all five participants mentioned this was not easy as they
were working on their own biases and their understanding of the barriers and challenges
in their school site and community.
Key Findings
The electronic survey and interviews provided data for analysis in this sequential
explanatory mixed-methods study. After completing the coding and analysis of the data,
nine themes emerged. The themes with greater than 10% of frequencies recorded in all
content coded were selected as key findings from the nine themes. This procedure
resulted in the selection of six key findings supported by nine themes.
Key Findings: Diversity as an Organizational Priority
1. Elementary school principals take personal responsibility for the inclusion
of all people.
2. Elementary school principals who have a global perspective of their
school embody the value of putting diversity at the forefront of their
organization.
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Key Findings: Knowing People and Their Differences
1. Elementary school principals embrace interaction with others from different
cultures.
2. Developing strong relationships with those on campus and in the community
allows for deep conversations on cultural diversity.
3. Intentionally focusing on the development of community activities leads to a
greater understanding of the community that surrounds the school and its needs.
Key Findings: Enables Rich Communication
1. Elementary school principals strongly agree they remain accessible to
others.
2. Developing strong relationships with those on campus and in the
community allows for deep conversations on cultural diversity.
Key Findings: Accountability as a Core Value
1. Elementary school principals take ownership of personal behavior that supports
respect for others.
Key Findings: Mutualism as the Final Arbiter
1. Elementary school principals encourage new ideas that benefit all stakeholders.
2. Seeking multiple perspectives before making a final decision is indicative
of leaders who are able to create consensus before making final decisions.
Key Findings: Culture of Inclusiveness
1. Elementary school principals show respect by helping people.
2. Elementary school principals treat people with genuine regard, notwithstanding
position.

113

3. Elementary school principals who build team culture that breaks through
barriers allow for everyone to take part in problem-solving when faced
with culturally diverse issues.
4. Seeking multiple perspectives before making final decisions is indicative
of leaders who are able to create consensus before making final decisions.
Summary
The purpose of this sequential explanatory mixed-methods study was to identify
and describe the leadership strategies that exemplary elementary school principals use to
create an organizational culture of inclusiveness using Kennedy's (2008) five leadership
qualities of cultural differences. In keeping with the sequential process, the quantitative
data were gathered first, followed by the collection of the qualitative data for the research
study. Quantitative data were collected through an electronic survey and provided
demographic data and the study participants' perception of the five leadership qualities of
cultural differences. Qualitative data were collected through five semi-structured virtual
Zoom interviews, which were transcribed and coded for themes. Chapter V presents the
researcher's major findings, conclusions drawn from the literature and data collected, as
well as recommendations for action and further research.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
This sequential explanatory mixed-methods study investigated the leadership
strategies used by exemplary elementary school principals to create an organizational
culture of inclusiveness using Kennedy's (2008) five leadership qualities of cultural
differences of making diversity an organizational priority, knowing people and their
differences, accountability as a core value, enabling rich communication, and mutualism
as the final arbiter. A complete evaluation of both the quantitative and qualitative data
produced six key findings and nine themes. As a result of the six key findings and nine
themes, conclusions were drawn, and implications for action and recommendations for
further study. Chapter V summarizes the purpose statement, research questions, major
findings, implications for actions, and recommendations for future research. The chapter
concludes with remarks and reflections from the researcher.
This study was part of a thematic research group that included 10 peer researchers
led by six faculty. In collaboration with the faculty members, the team of peer
researchers decided on the components of this study, including the purpose, research
questions, definitions, and the methodology used in the study. Each peer researcher
administered an electronic survey to 15 exemplary leaders in a designated field, followed
by a one-to-one interview with five of the 15 exemplary leaders. The peer researchers
conducted 10 individual research studies and collected information from 150 electronic
surveys and 50 interviews.
Purpose Statement
It is the purpose of this sequential explanatory mixed-method study to identify
and describe the leadership strategies that exemplary elementary school principals in San
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Bernardino County use to create an organizational culture of inclusiveness using
Kennedy's five leadership qualities of cultural differences.
Research Questions
1. What strategies do exemplary elementary school principals use to make diversity
a priority?
2. What strategies do exemplary elementary school principals use to get to know
people and their differences?
3. What strategies do exemplary elementary school principals use to enable rich
communication?
4. What strategies do exemplary elementary school principals use to make
accountability a core value?
5. What strategies do exemplary elementary school principals use to establish
mutualism as the final arbiter?
6. What do exemplary elementary school principals perceive as the most important
advantages of creating an organizational culture of inclusiveness?
Major Findings
The purpose of the quantitative survey was to identify and describe leadership
strategies of exemplary elementary school principals using Kennedy's (2008) five
leadership qualities of cultural differences for making diversity an organizational priority,
getting to know people and their differences, enabling rich communication,
accountability as a core value, and mutualism as the final arbiter. Major findings were
developed through the analysis of the quantitative and qualitative data. In total, there
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were six key findings as outlined in Chapter IV, but because there were recurrent
findings, there were six major findings in total.
Findings
The findings were developed through the analysis of the data. Quantitative data
were gathered through an electronic survey, and qualitative data were collected through
semi-structured, one-on-one interviews. The interviews were transcribed, and themes
were identified. The analysis of the data was summarized in Chapter IV. Fifteen surveys
were collected, and five interviews were conducted. The findings for this study are
presented below.
Finding 1: Elementary school principals take responsibility for the inclusion
of all people at their site.
Elementary school principals who have a global perspective of their school
embody the value of putting diversity as a priority of their organization. They understand
the importance of taking personal responsibility for global diversity, inclusion challenges,
and inform its successes with the people in the organization (Weaver, 2011). In this
study, it was evident that the elementary school principals who participated in the study
consistently expressed a sense of responsibility to ensure that all people were included at
their site. Twelve of the 15 elementary school principals in the study indicated strongly
that they take personal responsibility for the inclusion of all people. The five principals
interviewed provided a reflection on the theme of having a global perspective of the
cultural makeup of the classrooms and teams, which was referenced 22 times during the
interviews.
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Finding 2: Elementary school principals embrace establishing strong relationships
to build trust.
Developing strong relationships with those on campus and in the community
allows for deep conversations on cultural diversity (Shafer, 2016). Elementary school
principals who take the time and put in the effort to get to know people establish trust and
connection. Strong relationships between school leaders and people in the organization
add to the success of the school (Fullan, 2011). When trust is established, conversations
around cultural diversity are less intimidating. In this study, many of the elementary
school principals reiterated the importance of building relationships to gain people's trust
at the school site, and to get to know the people they serve.
Finding 3: Elementary school principals intentionally focus on community
activities that celebrate differences.
Intentionally focusing on the development of community activities leads to a
greater understanding of the people in the organization and creates a network of support
(O'Keefe, 2011). Elementary school principals in this study expressed the importance of
valuing and prioritizing the people they serve. They conveyed that when they took the
time to celebrate differences, whether it was through student performance or a family
event, participation from the families and community was high. Elementary school
principals understand the importance of providing a welcoming environment that makes
people feel valued, welcome, and creates a sense of belonging.
Finding 4: Elementary school principals are role models for inclusivity.
Being available, friendly, and open to the students, staff, families, and community
enables rich communication and develops healthy relationships (Meador, 2019).
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Elementary school principals who model effective communication, inclusivity, and
equity across cultures, set staff expectations and better serve the community. They
recognize that they create a culture of inclusion through their words and actions. In this
study, several of the elementary school principals recognized the importance of being the
role model for diversity. They understood their role in modeling what it looks like and
what it sounds like.
Finding 5. Elementary school principals seek multiple perspectives when
making important decisions.
Seeking multiple perspectives before making a final decision is indicative of
leaders who can create consensus before making final decisions. Elementary school
principals realize it is essential to get varied feedback from different stakeholders as they
recognize different groups see things through different points of view. Further, they adopt
a harmless environment to allow people to share their ideas openly (Kennedy, 2008).
Elementary school principals in this study encouraged multiple perspectives as they felt
they needed to hear viewpoints through different lenses.
Finding 6. Elementary school principals encourage collaboration as an
important element in creating a culture of inclusion.
Elementary school principals who build a team culture that breaks through
barriers allow everyone to participate in problem-solving when faced with culturally
diverse issues. They remove barriers and challenges to support collaboration (Fullan &
Quinn, 2015). In this study, the elementary school principals expressed their
understanding of how their own biases and sharing their beliefs on inclusion helped
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eliminate obstacles that impede the inclusion of everyone in creating a culture of
inclusion.
Conclusions
This research study identified and described exemplary elementary school
principals' leadership strategies to create an organizational culture of inclusiveness. By
examining both the quantitative and qualitative data, major findings led to the following
conclusions identifying and describing leadership strategies used by elementary school
principals to create a culture of inclusiveness.
Conclusion 1: Effective elementary school principals who develop a
relationship with the people they serve will be more successful in proactively
addressing inequity within their schools.
Elementary school principals need to know their demographics to expand their
view of the people they serve on their campus. Elementary school principals who do not
know the students, staff, and community they serve fail at developing trust from the
people they serve. Elementary school principals must take a proactive approach in
learning the makeup of the school, not just the demographics, but knowing who they are
as people.
All five elementary school principals emphasized the importance of knowing who
is on their campus. It was significant to all five of them that they knew names and
background information. Culturally responsive leaders build positive culture by
supporting positive relationships between students, among teachers and staff, and
between students and adults on-site (The Principals Guide to Building Culturally
Responsive Systems, Staff, and Students, 2018.)
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Conclusion 2: Elementary school principals create a culture of inclusiveness
when they are willing to invest in relationships.
Elementary school principals need to gain the trust of the students, staff, and
families they serve, and it begins with developing strong relationships. According to
Kennedy (2008), when leaders expand their curiosity about others and their differences,
there is a greater focus on people and the strengths they bring to the organization. A path
in gaining the trust and commitment of those they serve is by recognizing the diversity in
the community. All five elementary school principals discussed the importance of
relationships and how it shapes the culture of their school and their connection with the
students, staff, and families. They recognized that sharing their flaws, biases, and
challenges opened others to share who they are.
Conclusion 3: Elementary school principals successfully create an
organizational culture of inclusiveness when they honor, recognize, and celebrate
differences.
Kennedy (2008) supported this conclusion when she asserted that leaders must
search for, recognize, embrace, and use it for the good of everyone. It is imperative that
elementary school principals acknowledge and value people because students, staff, and
families remember how they felt when they were celebrated and honored. It provides
them with a sense of belonging. The acknowledgment of people and their diverse
backgrounds allows for engagement and an opportunity to learn from others. Five of the
elementary school principals listed several activities at their site that celebrate and
recognize differences. They identified the celebrations as a potential contributor to some
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of the academic gains from certain groups of students, who otherwise were not showing
progress.
Conclusion 4: When members of the school community see elementary school
principals share, communicate, and act on their beliefs of inclusivity, the school
community takes part in modeling a culture of inclusion.
The practice of constructing an inclusive school environment involves the
principal assessing their values and beliefs that impact their own thinking and behaviors
before they can communicate a vision of inclusion (Combes & Pazey, 2020). Elementary
school principals set the example of an inclusive environment. They must bring to life the
expectations they want to see from others. Kennedy's (2008) work supports this
conclusion and asserts that leaders lead by example and have a sense of personal
responsibility for the work. All five elementary school principals recognized they must
model what they expect from others. They also stressed that they could not expect people
to recognize their own biases if they do not recognize their own.
Conclusion 5: Elementary school principals who are accessible and create a
welcoming school environment will gain the trust and commitment from the people
they serve.
Creating a positive climate is a fundamental component in creating an
organizational culture of inclusiveness (The Principal's Guide to Building Culturally
Responsive Schools, 2018). They seek involvement from all members of the
organization. According to Kennedy (2008), interdependency is necessary for the success
of the organization. The five elementary school principals consistently emphasized this
conclusion as an important element in their work. They expressed the importance of
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receiving input and feedback from many groups on campus to build relationships, gain
their trust, share their voice, and feel included as part of the school community.
Conclusion 6: Elementary principals who take thoughtful risks in creating an
environment of inclusiveness will be more successful than those who do not.
The elementary school principal role is both challenging and rewarding. The
responsibilities and functions are complex and have many moving parts. Additionally,
elementary school principals are the change agent in their schools (Marzano, Waters, &
McNulty, 2005). Kennedy (2008) supports this conclusion and asserts that the five
qualities of leadership encourage the leader to pay attention to how they think, operate,
and behave, as well as to be aware of their words, actions, expression, and behaviors as it
influences the success of the organization. The data revealed this conclusion as every
elementary school principal interviewed recognized that part of their role is to influence,
break barriers, and identify the strengths in others. They expressed needing to be
strategic, mindful, fearless, and courageous. This conclusion is supported by the data, as
10 of the 15 elementary school principals surveyed strongly agreed that they were willing
to take personal risks to see that others are valued.
Implications for Action
The implications for this study reveal the need for elementary school principals to
effectively utilize consistent leadership strategies that create a culture of inclusiveness.
The five elementary school principals regularly repeated that they were in the early stages
of understanding inclusivity. Many of the elementary school principals emphasized they
were beginning to recognize their own biases and their impact on the school. Several
elementary school principals confessed that most of their leadership was focused on
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academic outcomes as they did not realize that becoming a more inclusive school could
support more positive results beyond academics. For these reasons, implications for
action involve principal evaluation, hiring processes, district board resolutions, coaching
and mentorships, and administrator preparedness programs.
Implication 1: Update Administrator Evaluation
It is recommended that as part of the administrator evaluation process for
principals, school districts must construct standards that assess principals' knowledge of
how to make a difference in the lives of the individuals, families, and community they
serve. A robust literature base illustrates the association between effectively engaging
parents, families, and community members and positive outcomes for students (Epstein,
2013; Fan & Chen, 2001; Goodall & Vorhaus, 2011; Henderson & Mapp, 2002; Jeynes,
2012), particularly racially and ethnically diverse students of whom they serve and how
they address their needs or build their capacity (Boethel, 2003; Jeynes, 2003).
The evaluation must include an assessment from the principal's evaluator and
survey data provided by community members. Data from this study support this
recommendation as 12 of the 15 elementary school principals surveyed indicated they
embraced interaction with others from different cultures, demonstrating an understanding
of the importance of engaging with the community. Evaluating the process in which they
address the needs of their diverse population is an important indicator of how they create
a culture of inclusion.
The annual principal evaluation must include a criterion in addressing cultural
inclusiveness:
1. Forming successful partnerships with families and community.
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2. Examples of professional development supporting staff on inclusive practices.
3. Provide data results for school climate and culture surveys taken by students,
staff, and families.
4. A reflection statement on their leadership practices and strategies in promoting a
culture of inclusion.
5. Provide success stories of inclusivity practices that supported the overall
accomplishment/achievement of the school.
6. Establish inclusivity goals for the upcoming year and a plan for achieving the
goals.
Implication 2: Update Identification of Highly Qualified Candidates for
Principalship.
It is recommended that school districts implement a robust hiring process to
identify and support the development of highly qualified candidates. The hiring process
must include:
1. The applicant must have a written statement of their educational philosophy and
how they would address cultural diversity in the school and community before
being selected for an interview.
2. In the interview, include parents who represent the cultural diversity of the school
community.
3. As part of the interview process, applicants must conduct a presentation
describing who they are as a leader, share their personal stories and their inclusive
practices and strategies.
4. During the interview process, applicants should be asked for examples of how
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they would incorporate recognizing and celebrating differences with the
community as part of the interview process.
5. Also, during the interview process, candidates should be asked for specific
examples on of celebrating and implementing diversity.
Not only is it important for elementary school principals to manage the operations of the
schools (Fullan, 2014), they must be both culturally competent and proficient (Lindsey,
Lindsey, Nuri-Robbins, & Terrell, 2018). Additionally, the data from this study support
this recommendation as 13 of the 15 principals surveyed strongly agreed that taking
ownership of personal behavior that supports respect for others was an important element
in having accountability as a core value. During the interview process, taking ownership
of personal behavior is disseminated through the potential candidates' words and
presentations.
Implication 3: Update Administrative Credential Requirements.
It is recommended that the government relations department of the Association of
California School Administrators advocate developing new administrative credential
requirements addressing culturally responsive leadership. ACSA should present these
recommendations to the California Commission on Teacher Credential. Administrators
should be required to hold a cultural proficiency authorization indicating they received
the training needed to address the needs of a culturally diverse community.
The California Commission on Teacher Credential should add a certificate for
administrators that includes culturally responsive leadership. Kennedy (2008) supports
this recommendation as she states to “create a culture of inclusion for innovators at all
levels to thrive, recognizing that it is inclusion that accelerates and influences
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understanding, acceptance, ownership, engagement, collaboration, and the generation of
new thinking and ideas” (p. 45). Additionally, data from this research supports this
recommendation as only eight of the 15 elementary school principals surveyed strongly
agreed that they model diversity as an organizational priority. Requiring the certificate
would help support a culture of inclusion.
Implication 4: Update Board Resolutions on Community Celebrations
It is recommended that local school district governing boards adopt resolutions
and make monthly commitments to recognizing diverse groups. When districts make a
commitment to honoring and celebrating different groups, there is a sense of
responsibility at school sites to ensure that everyone is included. Also, local school
districts should invite principals, staff, students, families, and community members to
jointly present how they are developing culturally inclusive schools and communities.
Elementary school principals will feel supported in their actions and know that
they have the support at the district level. This recommendation was supported in the data
as a theme of intentionality of the development of community activities that celebrate
differences was referenced 27 times by four of the elementary school principals
interviewed. Furthermore, Kennedy (2008) supports this recommendation as she
indicates that getting to know people and their differences is an important element in
strengthening people-focused skills.
Implication 5: Mentorship and Coaching
It is recommended that local school districts assign an experienced principal to
mentor and coach new principals. The role of the principal is complex and challenging.
Principals shape the culture of the school (Louis & Wahlstrom, 2011). The first year is
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consumed with operational and managerial tasks, and leadership often takes a back seat.
It is important to have a person to support the balancing act of the relational and
operational task of being a principal. Local school districts should provide mentorship
and coaching for new elementary school principals for a minimum of two years to
support new principals with:
1. The importance of getting to know people.
2. Establishing trust.
3. Managing the many responsibilities and roles.
4. Effective communication.
5. Making diversity a priority.
6. Coaching on leadership strategies that support inclusive practices.
7. School districts should provide bi-monthly professional learning for new
principals on race, culture, and equity.
8. Bi-monthly observations should be conducted to provide feedback on addressing
the culture of inclusion, along with a reflection from the new principal.
This recommendation is supported in the data as modeling effective communication,
inclusivity, and equity across cultures to set staff expectations was referenced 15 times
with five principals, indicating the importance of mentoring and coaching a new principal
to provide models, feedback, and reflection.
Implication 6. Annual Feedback from the School Community
It is recommended that the principals plan for connecting with the school
community be included in their annual goals and evaluation plan. Research findings
suggest that students' experience of acceptance influences multiple dimensions of their
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behavior but that schools adopt organizational practices that neglect and may undermine
students' experience of membership in a supportive community (Osterman, 2000). School
principals are responsible for developing a strong connection with and value for their
school community.
Principals can do this by being visible and available to parents as they drop off
and pick up their children from school and attend various school events, phone calls
home and home visits. More formally, principals should conduct a needs assessment
survey of their school’s parents to keep in tune with what and how to best communicate
with them concerning their children’s social and academic growth. This recommendation
was supported in the data as developing strong relationships with those on campus and in
the community allowing for deep conversations on cultural diversity, was referenced 31
times by five elementary school principals.
Implication 7: Include Addressing Inequities in the Annual School Plan for Student
Achievement
It is recommended that The California Department of Education should require
documentation from elementary school principals on the process they develop to gain
multiple perspectives regarding school programs, addressing inequities, and engaging the
community on meeting the needs of all groups in creating a culture of inclusiveness. A
metric should be established for seeking varied feedback and the process of data
collection. The metric and the data collection process should be highlighted in the annual
School Plan for Student Achievement, explicitly addressing a culture of inclusiveness.
This recommendation is supported by the data as seeking multiple perspectives before
making a final decision was referenced 22 times by five of the elementary school
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principals, indicating that the elementary school principals who were interviewed feel
that it is important to seek varied feedback from all groups.
Implication 8: Modify Administrator Preparation Program
It is recommended that the current administrator preparation program be modified
to include training on racial and cultural diversity. Racial and cultural diversity are
hallmarks of our society and public school system, and school principal leadership is
imperative to advancing cultural inclusiveness. It is further recommended that school
districts required annual training for principals related to equity and inclusion.
This training should include the opportunity to visit schools that have excelled at
establishing a culture of inclusion. Principals should be required to reflect on their
learning and submit a report of future actions or strategies to be used under their
leadership. Local school district human resources departments should be responsible for
managing this process to ensure principals are provided with the tools and examples to
address equity and inclusion. Data from the quantitative survey supports this
recommendation as only nine of the 15 elementary school principals agreed strongly that
they promote an organizational culture that values inclusions, indicating a need to
increase opportunities for school leaders to increase their knowledge on culturally
responsive leadership.
Recommendation for Further Research
Based on the findings, conclusions, and implications of this study, a set of
recommendations have been developed to further research this topic within the field of
education. These recommendations are inclusive of school sites, districts, and parent
perspectives. Below are the recommendations for future research of this study.
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Recommendation 1:
It is recommended that multiple case studies be done to identify and describe the
cultural inclusion strategies that have been most effective in creating a culture of
inclusion. Case studies from different school sites may identify specific leadership
strategies and behaviors in creating a culture of inclusion.
Recommendation 2:
It is recommended that a mixed-methods research study should be conducted with
K-12 principals leading Title I Academic Achievement schools to describe and identify
leadership strategies used to achieve the award of Title I Academic Achievement in
California. A mixed-methods study with K-12 principals in Title 1 academic
achievement award recipient in California could help identify and describe leadership
strategies that attribute to students' success in high socioeconomically disadvantaged
settings.
Recommendation 3:
It is recommended that a phenomenological study be conducted with K-6 parents
and or guardians on their perception of inclusiveness at their child's school. A
phenomenological study of parents, families, and guardians may provide a different lens
and understanding of an effective inclusive environment in schools.
Recommendation 4:
It is recommended that a phenomenological study be conducted with K-6 teachers
on the strategies they use to create a culture of inclusiveness in their classroom. As K-6
teachers build communities in their classrooms, they must ensure all students are

131

included in that community. The study will help identify and describe strategies of
culturally inclusive teachers.
Recommendation 5:
It is recommended that this study be replicated in other regions of California to
identify the leadership qualities of exemplary elementary school principals in creating an
organizational culture of inclusiveness. This research was only conducted in San
Bernardino County. Duplication of this study would increase the body of knowledge and
potentially gain insights into different practices.
Recommendation 6:
It is recommended that a mixed-methods study be conducted with aspiring school
principals' and leaders' perceptions of leadership qualities essential to creating a culture
of inclusiveness. Future administrators could include teacher leaders such as
instructional coaches, department chairs, teachers on special assignments, and deans.
This could also include future administrators currently in a program obtaining their
administrative credentials.
Concluding Remarks and Reflections
As a current elementary school principal, a daughter of an immigrant, a second
language learner, and someone who was raised in a low socioeconomic community, this
study was personal. As a child, I did not realize the impact that adults had on my life. As
an adult, I understand that everyone and every experience affects my life and my
understanding of the world.
When I was young, I was told when, what, and how to do things. I was taught to
believe that behavioral compliance was a priority above all. If I did what I was expected
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to do, followed the rules, and did well academically, then I was successful. That training
was ingrained in me, and it followed me into adulthood and into my early years as an
educator.
I was taught and believed that if my students listened, behaved well, and did well
academically, I was doing the right thing, and others just did not do what I told them to
do. I projected my own biases on the success of some students and the causes of why
others were not failures. As I continued my journey in education, I came to understand
that we are not all built the same and that being different was a strength in a system that
put negative labels on people who do not fit the system and status quo.
This study impacted my understanding of school leadership and its role in
establishing inclusivity. Relationships, intentionality, engagement, values, and modeling
were recurring themes from all the elementary school principals interviewed. As I reflect
on those themes, I recognize that despite geographical locations, the leadership strategies
used by elementary school principals to create a culture of inclusiveness were parallel,
emphasizing building relationships, a commitment to get to know others, and celebrating
diversity.
Additionally, creating a culture of inclusion is an ongoing learning process for all
the elementary school principals who participated in the interview. The role of an
elementary school principal is intricate as it is both rewarding and challenging. There is a
demand to meet increased student achievement, be an instructional leader, and create a
positive school culture where everyone feels valued and welcome. Despite the many
demands, as school leaders, we must recognize that people with many different
experiences and perspectives are at the core of a school's success. School leaders should
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be hired based on authenticity, courage, inclusivity, and appreciation for the people at
their site. Too often, these roles are bestowed to people who do not believe it is important
to value others and place more value in the title. The role of the elementary school
principal is crucial, and they can drive change, influence the school culture and climate,
and create an environment that celebrates differences and welcomes all. Outcomes
matter, and when there is a positive outcome for all, the impact reaches beyond the
school the community and can change the world. The time for change is now.
Throughout my educational career, my beliefs have centered on empowering
others to become their best selves. Through this study, I have realized that belief is selfserving. Although it may appear to be about others, it focuses on what I believed I did
right to make them better, and the improvement was based on standards that suited a
specific learner, family member, and teacher. During my research, I found the following
quote by Diane Richler (2017) that embodies inclusivity, “Inclusion is not a strategy to
help people fit into the systems and structures which exist in our societies; it is about
transforming those systems and structures to make it better for everyone.” As I continue
my leadership journey, I am focused on allowing others to grow into a system that
provides them a greater understanding of who they are and how their experiences help
build a better system for everyone.
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APPENDIX B
Survey Instrument
Cultural Inclusive Leadership 2.0
The success of any organization depends in large part on the interactions among the
leader and team members. What determines the quality of these interactions is tied
closely to the commitment of leaders. Positive perceptions are closely tied to the leader’s
commitment to integrating diversity, equity, and inclusion into the organization. This
study of cultural inclusive leadership is based on Debbie Kennedy’s five qualities of
inclusive leadership. This survey is intended to solicit the expert perceptions of leaders
regarding strategies used to implement the five qualities. The survey will take
approximately 10 minutes to complete.
PURPOSE OF STUDY: You are being asked to participate in a thematic research study
conducted by Martha Martin, Stephanie Smart, Toloue Aria, Tonia Watkins, Marisol
Alaniz, Kelly Kennedy, Nemo Withana, Nicole Tafoya, Leila Dodge, and Lynn Carmen
Day, doctoral students from Brandman University. The purpose of this explanatory
mixed method study to identify and describe the leadership strategies that exemplary
leaders use to create an organizational culture of inclusiveness using Kennedy’s five
leadership qualities of cultural differences.
I understand that:
a) There are minimal risks associated with participating in this research. I understand that
the Investigators will protect my confidentiality by keeping the identifying codes and
research materials in a locked file drawer that is available only to the researchers.
b) The possible benefit of this study to me is that my input may help add to the research
regarding the strategies that exemplary leaders use to create an inclusive organization.
c) If you have any questions or concerns about the research, please feel free to contact the
researcher using the information provided in the invitation to participate.
d) My participation in this research study is voluntary. I may decide to not participate in
the study and I can withdraw at any time. I can also decide not to answer particular
questions during the interview if I so choose. I understand that I may refuse to participate
or may withdraw from this study at any time without any negative consequences. In
addition, the Investigator may stop the study at any time.
e) No information that identifies me will be released without my separate consent and
that all identifiable information will be protected to the limits allowed by law. If the study
design or the use of the data is to be changed, I will be so informed and my consent reobtained. I understand that if I have any questions, comments, or concerns about the
study or the informed consent process, I may write or call the Office of the Vice
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Chancellor of Academic Affairs, Brandman University, at 16355 Laguna Canyon Road,
Irvine, CA 92618, (949) 341-7641.
I acknowledge that I have received a copy of this form and the “Research Participant’s
Bill of Rights.” I have read the above and understand it and hereby consent to the
procedure(s) set forth.
If you have any questions or concerns about the research, please feel free to contact Lynn
J. Carmen Day at lcarmend@mail.brandman.edu or by phone at (909) 660-9021 or Dr.
Cindy Petersen (Dissertation Chair) at cpeterse@brandman.edu.
I acknowledge that I have received a copy of this form and the “Research Participant’s
Bill of Rights.” I have read the above and understand it and hereby consent to the
procedure(s) set
forth.
ELECTRONIC CONSENT: Please select your choice below.
Clicking on the “agree” button indicates that you have read the informed consent and the
information in this document and that you voluntarily agree to participate.
If you do not wish to participate in this electronic survey, you may decline participation
by clicking on the “disagree” button. The survey will not open for responses unless you
select agree to participate.
○ Agree - I acknowledge receipt of the complete “Informed Consent" packet and
“Bill of Rights.” I have read the materials and give my consent to participate in
this study.
○ Disagree - I do not with to participate in this survey
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Cultural Inclusive Leadership 2.0

Demographics
Please choose the pass code provided to you by the researcher from the drop down list.

Please indicate your gender

Please indicate the number of years you have been in your current position

Please select your age range from the list below

Please choose the ethnicity in which you identify (Mark all that apply)
* Please choose the pass code provided to you by the researcher from the drop down
list.

Cultural Inclusive Leadership 2.0

Directions: For purposes of this research, cultural inclusiveness is defined as the
incorporation of diverse individuals in an environment of mutual respect and acceptance
that recognizes and values their unique contribution to the success of the organization.
6 = Agree Strongly
5 = Agree Moderately
4 = Agree Slightly
3 = Disagree Slightly
2 = Disagree Moderately
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1 = Disagree Strongly
Listed below are the strategies that research suggests that leaders use to create cultural
inclusive leadership in organizations. Using the following descriptions, to what degree do
the strategies reflect your cultural inclusive leadership.
Cultural Inclusive Leadership 2.0

Part I - Making Diversity a Priority
Diversity as an organizational priority is an intentional action to embrace individuals’
unique differences, perspectives and talents as an identifier for organizational success.
(Kennedy, 2008 and Winters, 2015).
Agree
strongly

Agree
moderately

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

Model
diversity as
an
organizationa
l priority

○

○

○

○

○

○

Take
personal
responsibility
for inclusion
of all people

○

○

○

○

○

○

Communicat
e the
importance
of culture
differences

○

○

○

○

○

○

Provide
coaching to
develop
talent within
the
organization

○

○

○

○

○

○

Provide
opportunities
for people to
develop new
skills

○

○

○

○

○

○

173

Cultural Inclusive Leadership 2.0

PART II - Knowing People
Knowing people and their differences is intentionally developing deep knowledge,
expertise and empathy about diversity through curiosity, experiences and practice
(Hesselbein & Goldsmith 2009; Kennedy, 2008; Travis, Nugent, & Lengnick-Hall,
2019).
Agree
strongly

Agree
moderately

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

Listen
without
judgement to
understand
diverse
cultures

○

○

○

○

○

○

Embrace
Interaction
with others
from
different
cultures

○

○

○

○

○

○

Stand up for
others if they
are being
treated
unfairly

○

○

○

○

○

○

Encourage
open dialog
about
controversial
issues

○

○

○

○

○

○

Intervene
when
intolerance is
present

○

○

○

○

○

○

Cultural Inclusive Leadership 2.0

PART III - Communication
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Rich communication is the transfer of information with the intent to understand meaning
and broaden one’s perspective, resulting in a personal connection between individuals
(Daft & Lengel 1986; Armengol et al 2017; Kennedy 2008; Jensen, Moynihan, &
Salomonsen 2018).
Agree
strongly

Agree
moderately

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

Remain open
to feedback
to develop
deeper
understandin
g of different
perspectives

○

○

○

○

○

○

Approach
conflict by
looking at all
sides

○

○

○

○

○

○

Remain
accessible to
others

○

○

○

○

○

○

Share
honestly
what is going
on when the
chips are
down

○

○

○

○

○

○

Create a
culture where
people feel
safe to share
controversial
ideas

○

○

○

○

○

○

Cultural Inclusive Leadership 2.0

PART IV – Personal Responsibility
Personal responsibility as a core value is a leader’s conscious ownership of their actions
and the impact on others (Kennedy, 2008; Molenmaker, De Kwaadsteniet, & Van Dijk,
2016; Tausen, Miles, Lawrie, & Macrae, 2018).
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Agree
strongly

Agree
moderately

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

Promote
organizationa
l culture that
values
inclusion

○

○

○

○

○

○

Take
ownership of
personal
behavior that
supports
respect of
others

○

○

○

○

○

○

The
importance
of diversity is
shown in
organizationa
l hiring
practices

○

○

○

○

○

○

Willing to
take personal
risks to see
that others
are valued

○

○

○

○

○

○

Promote a
culture where
everyone
sees
themselves
as an
important
part of the
organization

○

○

○

○

○

○

Cultural Inclusive Leadership 2.0

PART V – Mutualism
Mutualism as the final arbiter is where everyone benefits and no one is harmed by the
decisions and actions within the team or organization (Kennedy, 2008). Mutualism
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establishes trust in organizations through a deep sense of shared purpose, a thoughtful
inspection of each member’s ideas and interests, and an interdependence when
performing roles and responsibilities (Harvey & Drolet, 2006; Rau, 2005; Mishra, 1996).
Agree
strongly

Agree
moderately

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

Create a deep
sense of
shared
purpose

○

○

○

○

○

○

Insist on
fairness as
core value

○

○

○

○

○

○

Encourage
new ideas
that benefit
all
stakeholders

○

○

○

○

○

○

Cultivate a
thoughtful
inspection of
diverse
thinking

○

○

○

○

○

○

Lead with
intentional
collaboration
where no one
is placed at
risk

○

○

○

○

○

○

Cultural Inclusive Leadership 2.0

PART VI - Culture
Culture is all learned and shared human patterns or models that distinguishes the
members of one group of people from another. (Damen, 1987, p. 51).
Cultural Intelligence is “an individual’s ability to relate and work effectively in culturally
diverse settings. (Ramirez, 2014)
Agree
Agree
strongly moderately
See things

○

○

Agree
slightly
○
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Disagree
slightly
○

Disagree
moderately

○

Disagree
strongly

○

from other
peoples’
point of view
Consider
diverse
perspectives
when making
decisions

○

○

○

○

○

○

Encourage
open dialog
with
stakeholders

○

○

○

○

○

○

Challenge
intolerance in
others

○

○

○

○

○

○

Embrace
interaction
with people
of different
cultures

○

○

○

○

○

○

Cultural Inclusive Leadership 2.0

PART VII - Culture of Inclusion
A culture of inclusion is the incorporation of diverse individuals in an environment of
mutual respect and acceptance that recognizes and values their unique contribution to the
success of the organization. (Azmat, Fujimoto & Rentschler, 2014; Mak, Daly & Barker,
2014; Tawagi & Mak, 2015; Kennedy, 2008).
Agree
Agree
strongly moderately
Promote
policies that
ensure
cultural
participation

○

Interact
respectfully
with different

○

○

○

Agree
slightly

Disagree
slightly

Disagree
moderately

Disagree
strongly

○

○

○

○

○

○

○

○
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people in the
organization
Encourage
everyone to
be themselves

○

○

○

○

○

○

Listen
carefully to
make people
comfortable

○

○

○

○

○

○

Collect
regular
employee
feedback

○

○

○

○

○

○

Show respect
by helping
people

○

○

○

○

○

○

Value the
contributions
of people
through
positive
recognition

○

○

○

○

○

○

Treat people
with genuine
regard
regardless of
position

○

○

○

○

○

○

Celebrate the
unique
contributions
of diversity to
the success of
the
organization

○

○

○

○

○

○

Hold others
accountable
for inclusion

○

○

○

○

○

○
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Thank you for your participation. If you are willing to participate in a follow up interview
to be conducted on Zoom please check the box and provide your contact information.
Your participation is greatly appreciated.
I would be willing to participate in an interview.
Please provide the following information so that a researcher may contact you
regarding an interview.

Please provide your name
Please provide the best contact number
Please provide the best email address for you
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APPENDIX C
Email to Assistant Superintendents of Human Resources and or Instructional
Services:

Dear
My name is Leila Dodge, and I am a Doctoral Candidate in the School of Education at
Brandman University. I am participating in a thematic dissertation with 10 other
researchers. The purpose of this explanatory mixed method study is to identify and
describe the leadership strategies that exemplary leaders use to create an organizational
culture of inclusiveness using Kennedy’s five leadership qualities of cultural differences.
I am seeking your support to recommend names of exemplary Elementary School
Principal to participate in this study. May I please get your support with nominating a
minimum of 2 participants that meet the at least 4 of the exemplary criteria:
• Participation in organizational and community activities involving diverse
individuals.
• Evidence of leading a culturally inclusive organization.
• A minimum of 5 years of experience in the profession.
• Articles, papers, or materials written, published, or presented at conferences or
association meetings about cultural inclusion.
• Recognition by his or her peers as a leader who gives respect to all people; and
• Membership in professional associations in his or her field.
.
I look forward to hearing from you. Please let me know if you have any questions.
Warm regards,
Leila Dodge
Doctoral Candidate, Ed.D
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APPENDIX D
BUIRB Approval

April 26, 2021
Dear Leila Dodge,
Congratulations, your IRB application to conduct research has been approved by the
Brandman University Institutional Review Board. This approval grants permission for
you to proceed with data collection for your research. Please keep this email for your
records, as it will need to be included in your research appendix.
If any issues should arise that are pertinent to your IRB approval, please contact
the IRB immediately at BUIRB@brandman.edu. If you need to modify your
BUIRB application for any reason, please fill out the "Application Modification Form"
before proceeding with your research. The Modification form can be found at the
following link: https://irb.brandman.edu/Applications/Modification.pdf.
Best wishes for a successful completion of your study.
Thank you,
Doug DeVore, Ed.D.
Professor
Organizational Leadership
BUIRB Chair
ddevore@brandman.edu
www.brandman.edu
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APPENDIX E

Informed Consent (Required for Dissertation Research)
I would like to remind you any information that is obtained in connection to this study
will remain confidential. All of the data will be reported without reference to any
individual(s) or any institution(s).
Did you receive and read the Informed Consent and Brandman Bill of Rights I sent you
via email and do you agree to participate in this research. I need to hear your affirmative
answer so it is recorded as confirmation of consent to participate. Do you have any
questions or need clarification about either document?
We have scheduled an hour for the interview. At any point during the interview you may
ask that I skip a particular question or stop the interview altogether. For ease of our
discussion and accuracy I will record our conversation as indicated in the Informed
Consent.
Do you have any questions before we begin? Okay, let’s get started, and thanks so much
for your time.

Introduction- Establish a comfortable environment with the interviewee.

INTERVIEW QUESTIONS
Organizational Priority
1. As you reflect about your work as a leader, what are some ways you make
diversity an organizational priority?
Probe: What are some examples?
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2. In your role as leader, how do you educate your organization about the
significance of diversity?
Probe: Why do you think that this was effective? worked well?
Personal Responsibility
3. In your role as leader, how have you intentionally incorporated personal
responsibility in your decision making?
Probe: Can you give me an example of a time when that happened and how
behavior changed?
4. As leader, how do you influence others to take personal responsibility as a core
value?
Probe: Give me an example of a time when that happened and how behavior
changed?
Rich Communication
5. What communication strategies do you use to foster a deeper cultural
understanding within your organization?
Probe: Can you share an example?

6. How do you use communication to develop a personal connection with
individuals?
Probe: Can you share and example?
Know People and their Differences
7. How do you get to know the people in your organization on a personal basis?
Probe: Can you tell me about a time when this worked very well in establishing a
personal connection?
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8. How do you interact with people in the organization to gain a better
understanding of their cultural differences?
Probe: Describe some of the things that you do to gain a better understanding?
Mutualism as the Final Arbiter
9. As you think about your work as a leader how are final decisions decided in your
organization?
Probe: How do you engage members of your organization in conversations that
are respectful of all ideas and interests?
10. What do you perceive are the most important advantages of creating a culture of
inclusiveness within your organization?
Probe: Can you give me an example of how this created a culture of inclusiveness
in your organization?
Culture of Inclusiveness

11. In your role as a leader, how have you been able to create a culture of inclusion
within your organization?

Probe: Can you provide an example of what have you implemented to increase
cultural inclusion in your organization

12. In your experience as a leader, in what ways do you believe there are advantages
in creating an environment of mutual respect and acceptance?

185

That concludes my questions. Is there anything else that you would like to share at this
time?

“Thank you very much for your time. If you like, when the results of our research are
known, I will send you a copy of my findings.”
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APPENDIX F
Brandman Bill of Rights
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APPENDIX G
INFORMED CONSENT FORM
Responsible Investigator: Leila Dodge
Purpose of Study: You are being asked to participate in a research study conducted by
Leila Dodge a doctoral student from the School of Education at Brandman University
(part of the Chapman University System). It is the purpose of this explanatory mixed
method study to identify and describe the leadership strategies that exemplary
superintendents use to create an organizational culture of inclusiveness using
Kennedy’s five leadership qualities of cultural differences.
Participation in the Study: By participating in this study, I agree to participate in a oneon-one interview which will last approximately 60 minutes and will be audio recorded. I
understand that:
a) There are minimal risks associated with participating in this research. I
understand that the Investigator will protect my confidentiality by keeping the
identifying codes and research materials in a locked file drawer that is available
only to the researcher.
b) The possible benefit of this study to me is that my input may help add to the
research regarding the use of strategies that superintendents use to create a culture
of inclusiveness in unified school district. The findings will be available to me at
the conclusion of the study and will provide new insights into best practices for
culturally intelligent leaders. I understand that I will not be compensated for my
participation.
c) If you have any questions or concerns about the research, please feel free to
contact Leila Dodge at ldodge1@mail.brandman.edu or by phone at (951) 7415937 or Dr. Keith Larick (Dissertation Chair) at larick@brandman.edu.
d) My participation in this research study is voluntary. I may decide to not
participate in the study and I can withdraw at any time. I can also decide not to
answer particular questions during the interview if I so choose. I understand that I
may refuse to participate or may withdraw from this study at any time without any
negative consequences. Also, the Investigator may stop the study at any time.
e) No information that identifies me will be released with my separate consent and
that all identifiable information will be protected to the limits allowed by law. If
the study design or the use of the data is to be changed, I will be so informed any
my consent re-obtained. I understand that if I have any questions, comments, or
concerns about the study or the informed consent process, I may write or call the
Office of the Vice Chancellor of Academic Affairs, Brandman University, 16355
Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641.
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I acknowledge that I have received a copy of this form and the “Research Participants
Bill of Rights.” I have read the above and understand it and hereby consent to the
procedure set forth.
Signature of Participant
Signature of Investigator
Date
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APPENIDX H
Interview Protocol and Script

Introduction Script
My name is Leila Dodge and I’m a doctoral candidate at Brandman University in the
Department of Organizational Leadership. I’m a part of a thematic dissertation team
conducting research to determine what strategies are used by exemplary leaders to create
an organizational culture of inclusiveness.
I want to thank you for expressing your agreement to participate in this interview on
culturally intelligent leadership and for completing the survey prior to this interview.
This interview is intended to explore further information and provide depth to what was
provided in the electronic survey.
As a leader in Elementary Education, you are responsible for providing strategies and
directions that create a positive organizational culture. The purpose of this study is to
identify and describe the strategies that you utilize to create a culture of inclusiveness.
We are framing our research around the five qualities of culturally inclusive leadership as
defined in Debbe Kennedy’s book, “Putting Our Differences to Work”. Those five
leadership qualities are: making diversity a priority, getting to know people and their
differences, empowering rich communication, making accountability a core value, and
establishing mutualism as the final arbiter. Together these qualities are believed to create
an organizational culture of inclusiveness. During this interview, please feel free to refer
to the document sent to you by e-mail that gives specific descriptions of these qualities.

I am conducting 5 interviews with leaders like you. The information you give, along
with the others, hopefully will provide strategies that exemplary leaders, such as yourself,
have identified to create an organization of inclusiveness that will add to the body of
research currently available.
Incidentally, even though it appears a bit awkward, I will be reading most of what I say.
The reason for this to guarantee, as much as possible, that my interviews with all
participating exemplary leaders will be conducted in the same manner.
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APPENDIX I
Invitation to Participate

DATE:
Dear Elementary Principal,

My name is Leila Dodge, and I am a Doctoral Candidate in the School of Education at
Brandman University. I am participating in a thematic dissertation with 10 other
researchers. This letter serves as an invitation for you to participate in a research study.

PURPOSE: You are being asked to participate in a thematic research study conducted by
Martha Martin, Stephanie Smart, Toloue Aria, Tonia Watkins, Marisol Alaniz, Kelly
Kenned, Nemo Withana, Nicole Tafoya, Leila Dodge and Lynn Carmen Day, doctoral
students from Brandman University. The purpose of this explanatory mixed method
study is to identify and describe the leadership strategies that exemplary leaders use to
create an organizational culture of inclusiveness using Kennedy’s five leadership
qualities of cultural differences.

PROCEDURES: If you choose to participate in this study, you will be invited to
participate in a questionnaire and a 30-45 minute one-on-one interview conducted on
Zoom. I will ask a series of questions designed to allow you to share your experience as
an exemplary elementary school principal. The survey questions will assess strategies
that research suggests that leaders use to create cultural inclusive leadership in
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organizations. The interview questions will assess specific strategies used to create an
organization of inclusiveness. The interviews will be audio-recorded for transcription
purposes.

RISKS, INCONVENIENCES, AND DISCOMFORTS: There are no major risks to
your participation in this research study. The interview will be at a time and place, which
is convenient for you.

POTENTIAL BENEFITS: There are no major benefits to you for participating;
nonetheless, a potential benefit may be that you will have an opportunity to identify
strategies to inform best practice of inclusive leaders. The information for this study is
intended to inform researchers and leaders of strategies used by exemplary elementary
school principals in creating an organizational culture of inclusiveness.

ANONYMITY: If you agree to participate in the survey and interview, you can be
assured that it will be completely confidential. No names will be attached to any notes or
records from the survey or interview. All information will remain in locked files,
accessible only to the researchers. No employer will have access to the interview
information. You will be free to stop the survey or interview and withdraw from the
study at any time. You are also encouraged to ask any questions that will help you
understand how this study will be performed and/or how it will affect you. Feel free to
contact the principal investigator, Leila Dodge by phone at 951-741-5937, to answer any
questions or concerns you may have. If you have questions, comments, or concerns
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about the study or your rights as a participant, you may write or call the Office of the
Vice Chancellor of Academic Affairs, Brandman University, at 16355 Laguna Canyon
Road, Irvine, CA 92618, 949-341-7641.

Sincerely,

Leila Dodge
Doctoral Candidate, Ed.D.
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APPENDIX J
Field Test Feedback on Survey Questions
As a doctoral student and researcher at Brandman University your assistance is so
appreciate in designing this survey instrument. Your participation is crucial to the
development of a valid and reliable instrument.
Below are some questions that I appreciate your answering after completing the survey.
Your answers will assist me in refining both the directions and the survey items.
You have been provided with a paper copy of the survey, just to jog your memory if you
need it. Thanks so much.
1. How many minutes did it take you to complete the survey, from the moment you
opened it on the computer until the time you completed it?_____________
2. Did the portion up front that asked you to read the consent information and click
the agree box before the survey opened concern you at all? ____
If so, would you briefly state your concern __________________________
_____________________________________________________________
3. Was the Introduction sufficiently clear (and not too long) to inform you what the
research was about? ______ If not, what would you recommend that would make
it better? _______________________________________
_____________________________________________________________
4. Were the directions to, and you understood what to do? _____
If not, would you briefly state the problem __________________________
_____________________________________________________________
5. Were the brief descriptions of the rating scale choices prior to your completing
the items clear, and did they provide sufficient differences among them for you to
make a selection? ______ If not, briefly describe the
problem______________________
__________________________________________________________________
6. As you progressed through the survey in which you gave a rating of # through #,
if there were any items that caused you say something like, “What does this
mean?” Which item(s) were they? Please use the paper copy and mark those that
troubled you? Or if not, please check here:____
Thanks so much for your he
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APPENDIX K
Field Test – Observer Feedback
Conducting interviews is a learned skill set based on experience and feedback. Gaining
valuable insight about interview skills and affect with the interview will support the
collection of data gathering when interviewing actual participant. As the interview
observer you should reflect on the questions below after the interview is finished. You
should provide independent feedback at the conclusion of the interview field test. As
observer you should take notes that will assist the interviewer to be successful in
improving their interview skills.
1. How long did the interview take? _______Did the time seem appropriate?
2. Did the interviewer communicate in a receptive, cordial, and encouraging manner?
3. Was the introduction of the interview friendly with the use of commonly understood
language?
4. How did the interviewee feel during the interview?
5. Was the interviewer prepared and relaxed during the interview?
6. Did the interviewee understand the interview questions, or did they require
clarification?
7. What parts of the interview went smoothly and why?
8. What parts of the interview seem to struggle and why do you think that was the case?
9. Did the interviewer maintain objectivity and not interject value judgements or lead
the interviewee?
10. Did the interviewer take opportunity to discuss or request artifacts that support the
data gathered from the interview?
11. If you were to change any part of the interview, what would that part be and how
would you suggest changing it?
12. What suggestions do you have for improving the overall process?
*Conducting interviews virtually is different than face-to-face and requires more
attention to number 2 & 3 above. As an observer give specific feedback on these
items
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APPENDIX L
Field Test Feedback on Interview Questions
Conducting interviews is a learned skill set/experience. Gaining valuable insight about
your interview skills and affect with the interview will support your data gathering when
interviewing the actual participants. As the researcher you should reflect on the questions
below after completing the interview. You should also discuss the following reflection
questions with your ‘observer’ after completing the interview field test. The questions are
written from your prospective as the interviewer. However, you can verbalize your
thoughts with the observer, and they can add valuable insight from their observation.

1.

How long did the interview take? _____ Did the time seem to be appropriate?

2. How did you feel during the interview? Comfortable? Nervous?
3. Going into it, did you feel prepared to conduct the interview? Is there something
you could have done to be better prepared?
4. What parts of the interview went the most smoothly and why do you think that
was the case?
5. What parts of the interview seemed to struggle and why do you think that was the
case?
6. If you were to change any part of the interview, what would that part be and how
would you change it?
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APPENDIX M
Collaborative Institutional Training Initiative
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